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 FOREWORD

s The Manpcwer and Personnel Research’Laboratory of the US Army Resecarch |
wii  Institute for the Behavioral and Social Sciences (ARI) the Army as it ‘seeks’
i optimal utilization of its human resources. This assistance is manifested
principally in the areas of personnel education and training programs,
""'f recruiting and retention strategies, and leadership and management.

= This repod 1s coneeaned with ]

Y The work reported herein is imlthe area of enlisted personnel retention.
The authors cataloguea and evaluated a broad spectrum of programs, inter-
ventions, strategies, and management tonls which directly or indirectly
demonstrated promise in countering first term enlisted agfrition. Jt is
Tri-Service in scope and moves throughout the persomnnel Clife-cycleY for
pre-enlistment to permanent duty retraining programs.

This work was accomplished completely in-house. It [required numerous
hours of telephonic interviewing, examination of -docume ts, together with
.some on-site visits to particularly prominent or promisjifig programy.
Special thanks are due to many individuals throughout the Services
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COUNTER-ATTRITION PROGRAMS IN THE UNITED STATES ARMED FORCES

BRIEF

Requirement:

Considering the high enlisted attrition rates since the inception of the
All Volunteer Force, a plethora of activities, interventions, and strategies
have been attempted to stem the tide of attrition., Due to the size of the
military organization, and the variety of programs, many of them existed in
relative isolation. This report provides an overview in order to prevent
"re-invention of the wheel," facilitate communication, and to emcourage and
expedite research and program evaluation.

Procedure:

A complete search of the Tri-Services literature was completed for
documentation of counter-attrition programs. To supplement and clarify the
written literature, an extensive network of informants was developed. Many
lengthy telephone interviews were conducted with program sponsors, report
authors, and administrators.

Findings:

Promising areas for effective counter~attrition programs revealed by this
investigation were pre-enlistment education end training, attrition p.ediction
screening, realistic expectations interventions, and correctional retraining.
The relationship between post-enlistment basic skills education and attrition
showed mixed results. There is much ueed for systematic pilot testing and
evaluation of such programs.

Utilization of Fiudings:

2

This report should provide an invaluable refevence document for researchors,
program directors, program evaluators, and policy wakexs in the general arena
of enlisted attrition. It will serve to reduce duplication of effort, and
inadvertent repetition of past problems. It should also serve as a primer for
future would-be program developers by providing a historical perepective,
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Chapter 1

The purpose of this report is to document the counter attrition programs
in the tri-services. A key concept motivating this effort {8 the need for a
service~wide, life-cycle, inter-service perspective on counter attrition
programs.

All programs that improve living conditions, provide more and hetter
support and management, provide more training and education in the Army, Navy,
Air Force, Marine Corps and National Guard may be called counter attrition
programs, In fact, it may be difficult to find a program which impacts upon
personnel, which has no implications for attrition.l After all, one of the
aims of any personnel program implemented and sustained is to improve military
life, thereby decreasing discontent which could lead to attrition.

Consequently, some gselection criteria had to be applied to limit the

scope of this paper. The firet criterion was the degree to which a given
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activity or program was specifically designed to “counter" first term enlisted
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attrition. The more the program was designed as a “counter” attrition measure

e

the more likely it was to be included in this report. Those programs which
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were designed for other purposes (e.g. compensation, housing, mental hygience

clinics, social work services, hospitale, the chaplain, legal agsistance, Arnmy
'emeruency velief, Red Cross) with a positive (or nepative) effect to decrease

attrition vere not included. The second criterion was whether the program or

activity showed express poténtial for attrition reductiom, especially awong -

marginal and high-risk pevrsonnel. The thixd criterion was the degree to which

these progrsns served to enhance the initial ascceptability, orientation,

ctettion 18 defined as separation from the military of first-term enlisted
personnel prior to completion of the obligated tour of duty.
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adjustment, performance, and readjustment of these individuals to military

life.

Investigative Procedure

Information for this report came from two sources: military points of
contact (POCs) and subject matter experts (SMEs) on these projects. Much
effort was expended in 1dentifyinz sources of expertise and documentation
relating to programs selected for study. This resulted in an extensive “data-
bank"” of names, phone numbers, notes on personal conversations, descriptive
documents, program evaluations when available, newspaper clippings, magazine
articles, letters, wewmoranda, films, and other paraphernalia.

The telephone was used as much as possible, usually in attempts to obtain
documentation on programs as well as current developmental snd operational
status, and program evaluations.

As night be expected, there was considerable variability in the degree of
success experienced in obtaining such materisls. In soms cases, follow-up .

phone calls and site visits were nacessary.

Organization of the Renort,

This report is organized around the military “life cycle” of enlisted
personnel. This life cycle consists of & civilian enlisting, and hecouning a
trainee, who 1o distributed into vaxious units as a trained soldier, who
either reenlists or separates back into the civilian sector. The counter—
attrition prograns are organized chronologically to parallel the life cycle of

enlisted personnel.

o
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The first two sections of this report investigate the pre-enlistment
preventive attrition programs: pre-enlistment education and military training
and attrition prediction screening. The third section deals with counter
attrition programs during the enlistment phase involving realistic
expectations. The fourth gsection covers post-enlistment remedial education
programs. The final two sections deal with soldier correctional retraining
and management programs.

The remainder of this introduction section will give the reader an

overview of the various programs documented in the following sections.

Pre-enlistment Education and Training

This chapter includes several remedial education/military orientation
programs, and an English-ss-a second language prograw. These prograns are all
opevated by Army National Guard orgavnizations. The temedigl education/ |
military orientation programs began in Oskland, Califognia in 1977, and have
pince expanded to Los Angeles, Sacramento, Washington state, and Nilwaukee.

The English-as~a-second-lanpuage program is offered bv the Puerto Rico

National Guard. All of these programs are approximately 2 wonths long, and

-
i
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attempt to facilitate the militarv acceptance and sdjustoant process. All of
them, varticularly the English program in Puerto Rico, claim lover rates of

training sttrition than typically reported for non-pretrained recruits.

Artrition Prediction Screening.

This category consists of two types of prediction devices. The first

results in attrition probabilities based on actuarial attrition data for
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o d A A



i O A R S P AR AR S AN B LR PR R AT AN | A L A AR TR R SR LA TR CA A AT LA TV, L& CAMRAS PR
- -y . PRI BV - LA S By LR

“individuals with given characteristics. Such information has heen formally
developed into “expectancy tables” by the Navv and Marine Corps, and have
generally found that educational level, mental category and age are the most
consistent and practically useful predictors. Such information has been used
by the services in setting lower limits on entrance standards for individuals
in high risk categories.

A second aporoach to attrition prediction which focuses upon high-risk
applicants makes use of WMographical background (bilodata) information.
Foremost among such efforts at present is the Army Military Applicant Profile
(MAP), administered to non-high school graduste male applicants. The Air
FPorce has also implemented a predictor (AF Medical Evaluation Test), a 3 phase
process completed subseguent to enlistment. The Navy and Marine corps are in
the process of validating thaeir Recruit Backgrouﬁd Oueationnaire.

These predictors are relatively inexpensive to research and to
iwplement. Current advocacy for such measures may lead to a jolnt-service

_instrumant,

Realistic Expectations Interventions,

These efforts privarily consist of color videotapes bf training activities .
presented to new recruits at reception etations. These filus fall imto two 1
categories: realistic expectations, and coping skills. Realistic
expectations filams ehow training, whereas coping skills films concentrate nmore
on adiustment problewms.

The Nariune Corps was the first gervice to develop both types of
videotaves.. Their efforte were followed by similar products by the Navy and

the Army. The Narine Corpe and Navy have different versions, depending on the

sex of viewer, and training center location.

AT
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Early evaluations of the effectiveness of such interventions in reducing
eniigted attrition have shown mixed results. However, experimentation and use
of guch films has been too short as yet to have fullv explored their

potential. Evaluations are being conducted.

Post-Enlistment Remedial Education.

This section reports on educational programs as they may differ by the
four services. For the most part, these programs fall into the (1) general
1{teracy or hasic skills training category--including English~as~a-second
language, and (2) functional (job-related) literacy training. General
literacy programs are offered in conjunction with initial entry training. Of
interest wae some evidence of a positive relstionship between basic skills
remedial education and training attrition. That is, higher attrition rates
tend to he associated with remedial education recipients. It remains unclear
as to what factors account for the common variance.

Also in question is the effectiveness of brief general literacy
prograus. Though Reading Grade Level gain scores have heen consistently
showm, no control group or other comparison data are available by which such

gains can be unequivocally attributed to the program content.

Correctional Retraining,

Correctionsl retraining programs are addressed to enlisted personnel who
have 8 militery record of transgressions of greater or lesser seriousness, but

who are considered potentially retrainable for further duty. The programs

5
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fall into three categories on a continuum of increasing seriousness of
offense; (1) marginal performer retraining, (2) non-judicial punishment
retraining, and (3) prisoner retraining.

Marginal performer programs are designed as preventative measures. These
programs are aimed at individuals identified as trouble~bound if not placed on
a corrective course of action. The Army conducts such a program at Fort Riley
called the Individual Effectiveness Course. The Navy has maintained a similar
program (Behavioral Skills Training Unit) at the Naval Amphibious Base at
Little Creek, Virginia.

Non-judicial punishment retraining programs arve held at Correctional
Custody Facilities which have adopted a retraining orientation. The best
example at the present tiue is the Intensive Training Unit at Pt. Carson,
Colorado., Like all Correctioral Custody Facilities, the Intensive Training
Unit is a non-confinement facility accepting Field Grade Article 15
offenders. The Navy carries on a similar program at the Coronado Naval
Amphibious Base in San Diego.

A model prisoner retraining progras was developed by the US Army
Retraining Rrigade (USARB) at Ft., Riley, Kanesas. Tnis program has been in
opration since 1967, All Army courts-martial convicts with a sentence of 6

wonths or less duration are gent for retraining at USARB.

Hanagement aad Hiaqellanya.

~ This section consists of programs which are not readily classifisble in
the above categories, but nonetheless deserve mention. Among such prograwms
are the Aruy's New Manning Syetem, the Navy's Project RETAIN and Fireman
Appréntice Course, and the joint Navy/Marine Corps Exit Survey Syotep.

6
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Project COHORT is & current attempt by the Army to test and evaluate the
effectiveness of keeping entire companies together as units throughout the 2
year enlistments of its members. Thus, instead of disbursing AIT graduates as
traditionally done, they will be deployed together. A major depeadent
variable is unit cohesion.

Navy's Project RETAIN is a complex intervention designed to better

,i—.» - S

prepare naval enlisted personnel for what is in store for them aboard ship.

at

The progrsm includes realistic expectations videotapes, and some time aboard

ships.

i Sl v
Ll

The Navy's Fireman Apprentice Course has recently heen expanded from 4 to

o

O s

8 weeks to hetter prepare general detail seamen (GENDET) for shiphoard duty

-

and to stem their high attrition rate.

5
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Navy/Marine Corps Exit Survey System 18 a comprehensive effort to gather
data concerning reasons for leaving the service among all officer and enlisted
personnel separating voluntarity or involuntarily. The objectives are to
determine how current policies affect retention, and to prpvide trend

information on persons leaving active duty.

Tt

U DA RS S I Tl WY, Gt BT PP OTSPREN .
NN * B PN “\ x ) ) ,. ‘Nl’ }“ < A Lot i ""’i“;‘&“-"i"\ ‘A__"‘l-‘.‘\\‘»\m)‘ TR FT TE R gy




. ’ o . g ) e ““,," ' - . - ‘ ] ] -l P SR a ; y ) Y . - n . .
% LN L S e N T A R s S S U P *.h%:al AL A N iR e 2 RN W ek g e e o i, Ve

Chapter 2

Pre-enlistment Education and Military Training

Of perennial concern to the Armed Services is the quality manning of the
force. This is & chronic problem of recruiting sufficient numbers of
qualified literate young people in a time of a dwindling manpower pool and
decreasing literacy. Presently, 202 of the American adult population lack the
basic computational and communication skills to cope effectively with everyday
11fe (Sellman 1880). Approximately 1/3 of military enlisted applicants fail
to pass the Armed Services Vocational Aptitude Battery (ASVAB). If the
eligible youth pool is thus further limited due to such illiteracy, the
proportion of males recruited to the eligible population will have to be even
higher than the presently projected 25% by 1990,

One way of attempting to solve this "numbers” crunch is to provide pre-

enlistment education and training for applicants.

Pilot Adult Bagic Skills Education Programs,

“ o v
RO .

0 o g
t
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Ia 1979, the Department of Defense and the Departoent of Education entered

.

s

into a collsborative effort involving three one-yesr pilot adult basic ekills

sSaka,
-2"&‘ 5.

N,
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education programs. The prograus were “designed to correct the educational
deficiencies of applicants who failed to qualify for enlistment in the
nilitary.” (Sellwman, 1980, p. 2). The purpose of these prograus was to
correct educational deficiencies in otherwise qualified prospects and then to
enlist them. Of a base group of 4,061 non-high school graduates who failed
the ASVAB, and thus becouing eligidle for the pilot programs, only 267 were

actually veferred to the program. An undetermined nusber of the base group
8
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simply moved on to join another of the Services with lover entrance
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standards. Another reason for the low referral rate had to do with a hipgh
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nunbder of requests not to be referred due to a reluctance to re-enter the

,,
W

PN
Lt »

- C i e W "..:

e T

vy

classrcom, Of the 267 who vere referred, 98 actuslly enrolled in & pilot

[
L]
s

progran, and a miniscule 28 ended up enlisting in a Service (Sellman, 1980).

Due to such eutcomes, combined with the constraint against DeD funding of

ey
e
o

civilian educational programs, there has not been continued general interest
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in pre-enlistment education or training. The only such pre-enlistaent propran
at the DoD level currently in effect 1s a joint DoD=Department of Lador (Job
Corps) effort begun in May 1980, Thic progran is designed to correct for the
ma jor veaknesses of the previous program hy providing onesite finsncial
assistance and transportation to learning centers. It is too early vet to
evaluste the effectiveness of this proaram.

Despite the bleak history of Doh level programs, four Army National Guard
pre~enlistnent education and military training programs in operstion currently
shov potential as recruiting tools and as counter sttrition programs, The
renainder of this chapter will bhe devotad to discussion of these prograns,
Three of these are referred to as Innovative Nilitary Projects and Career
Training programs (IMPACT). These programe are located in California,
Wisconsin and Washington. All three programs have a core curriculun in
conson, but because of specific characteristice in sach state, they will be
discussed separately. The fourth pre-enlistuent program is an English-as-a~

second lenguage program zonducted by the Puerto Rico Wational Cusrd.

California IMPACT Program,

The firet IMPALT Program began in Oakland, Cslifornia on a pilot hasis on

9
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Progran Readquarters are presently maintained in Oakland, but

field operations have deen extended to Los Angeles, Long Beach, and Sacramento

of Octodber 1981, The program is desizned to combine military service and

efvilian employment, and 4s co-~sponsored by the California National Guard and

the California State Employmant Development Division.
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!'!S._ NN AN i 1 A e a S SATAT AL A A

According to a recent Information Sheet:

"The goal of the program {s to train and job=place young men and women,
ages 17-21, into unsudbsidized employment in the labor market. At the
sam2 time the program is designed to expose the cadet to self-
discipline, self-esteem and motivation that the mflitary can provide.

To prepare the cadet for meaningful employment, the progrem
provides B weeks of employment preparatfon which {ncludes discipline,
career asgessment, remedial akills dnstruction, pre-military training
and day-to=day survival skills. The survival skills training includes
cultural studies, money management, conflict resolution and group

dynanics.

Upon completion of the 8 weeks training, they will report to a
wilitary schoo)l for basic training and vocational training. Of course,
to enter these schools, the participant must become a menber of the
Military Reserve. The vocational facilities are located in various
parts of the country., This exposure to other comasunities initially aids
in the bdroadening of the individual. The achool they attend is based on
their interest and their Armed Services Exanination scoras.

The cadet wust maet Title YIB CETA criteria (uneaployed or under-
eaployed, economically disadvantaged). They will receive minimum wage
vhile in the B-week training and military pay of $550.00 per wonth, plus
roon and board vhile 4n dasic training and vocational school. They will

aleo veceiva free wedical and dental services.*

Phase 15 Enrollwent, Awsreness of the Proaram has usually been through small

nevapaper advertisesents, with sone television snd vadio advertising. Initiel
screening 18 dased on applicant’s residence within the metropolitan ares and
applicant’s age-=betueen 17 and 21 vears of age.

Orfentation. The orientation outlines the history, objectives, benefits
offered, the wilitary connecticn, the various aspects of the training prograwm,

standards of individual conduct expected, and the sdvantages of military

10
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skills training and Reserve membership, 'Following the orientation, those who

continue to be interested in the Progran are pretested for suitability for

entry into the Program.

Pretesting. The purpose of the pretest (a local revision of the Ammy

Classification Battery) ds to determine the applicant’s functfonal literacy

level and to assess motivation., Those who score sufficiently low to suggest

failure in the core curriculum are not vejected outright, but are advised to

prepare for a retest by duing remedial 4rills on their own initiative.

Appropriate response s taken as a sign of interest and wotivation.

Lounseling, There ave three.typel of counseling: military,
administrative, and employment marketing. Military counseling involves an
attenpt to subjectively assess an applicant’s willingness and ability to
follow orders in accordance with military tradition and requirements, It
requires that the applicant sign a "nonbinding” commitment to enter the
National Guard, An explanation of the stages of military training and a
reviev of the ailitary advantsges of the IMPACT progrca.ire also given, Those
individuals vho do not appear suited to the military or are unwilling to sign
the comnituent are rejected.

The purpose of sduinistrative counveling 4s to ascertain technical

qualifications to enter the Program, The counselor sesks to Cetermine

educational deficiencies, juvenile arrest vecords, and other impedinents.

.

t-"

Referrals wmay be made to other progrvans vwhen obstacles appear insurmountadle.

.; «“x
F

1'.

Faployment market{ug counseling attempts to assess vocational interest

iy O’
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patterns, and to swsist the prospective cadet in developing an ewployahility

plan.
The roughly 20X of the original applicants who survive all stages of the

-

anrolluent phase wust submit documentation to determine financial eligibilicy

Ll P
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according to reguiations of the Coaprehensive Eaployment Training Act (CETA).
Once CETA certified, the new cadets are ready for Phase Il (California IMPACT
Story, 1982).

Fhase II: Classroom and Field Training. The training course s of 6, 8, or

10 week duration depending upon individual needs. The courses follow an 8-
hour per day, 5 days per week format. The content 48 divided into three
subject sress: wmilitary skills, basic skills, snd pre-employment.
WMilftary Skills. About half of Military skills training concists of

physical fitness (PT) and drilis/ceremnniea. Alsn fncluded arc leadership
instruction, a military field trip, basic weapons orientation, first aid,
wilitary discipiine, and other topica to provide a realistic previevw of
uili{tary training.

Basic Skille training, This is the largest subject ares end is divided
into two sections: (1) developmental, and (2) survival skills. The
Developzental section consists of resding coaprehension, writing, mathematics,

and liatening ekills. The key odbjactive of this area 1s to help the trainee

&
2
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to pass the ASVAS,

Survival training concentrates upon skills enabling one to cope wore
adequately, snd with an emphasis upon civic responsibility. Croup dynamics,
coonunity service, and cultural studies ave the largest comporents, Other

fmportant topics are wonsy management, racism/sexiss, and conflict resolution.

18

Pre-employnent prepavation. Thirteen topics ave covered, facluding job

faterviev tachniques, ¥{ob survival,” employment applicstion techniques,
vesume writing, eaployment exploration, and a hesvy emphasis on caveer

assessment. A comprehensive presentation of the course is at Appondix A

= { s

(Education and Training Course).

£y

-
ot oy

- p

St

\
[
o

VP A N IR e N A SIS

A TR A Y

A,

-’E ..:'; N\

¥




LA SRR L& oy s'q._ A N LY, ’&e’.f\.'.:!'kn\"' ™

Phase I1II: Militsry Traini{ng. OCraduates of Phase II are given a choice

the ailitary path or the civilian path,

betveen two vocational directions:

Ia the civilian path, the graduate chooses to go directly into the civilian
These {ndi{viduals pass up the

job market without further military obligation.

opportunity for military skills training.
Those who choose the wmilitary path are processed at

Once the recruit {s

Wilitary path,

Military Entrance and Processing Statfions (MEPS).

successfully sworn in, he or she {s sent to Army Basic Combat Training (BCT),

-
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and Advanced Individual Training (AIT).

Phase IV: Job Placement and Follow=up. Those who complete BCT/AIT are piven

the option of remaining with the Active Services er returning to their hame

comeunity for job placement and a 6 year Guard or Reserve odligation. Those

choosing the latter option usually attempt to parlay their Military

Occupational Specialty (M0S) into an acceptadle entry=level jobd.

The follow=up progran consists of three wonth and six wonth reviews of
Such revievs provide feeddack as to (8)

the Guardsman’s eaployment record.
appropriateneces of the core curriculux for employment placement, (b)

transferability of MOS skill training to esployers’ needs, and (c) the

{nterface betueen Reserve activities sud civilian job placenent as an aid or

hindrance to vecational sdvancesent (Californis IMPACT Story, 1981).

Ay i e
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The criterion for successful

o

Succeseful Vocatianal Placement,

Phage V:
vocational placement s six months of continuous and sstisfactory unsutwidized
There

7%
X £7272%

wilitary or civiltan employment or continuing education snd training.
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ic no further obligation by the IMPACT staff to assist the individual in

finding or maintaining employment beyond the first 6 months (California IMPACT

Story, 1981).

Program Evaluation. No formel evaluation of the California IMPACT Program has

been attempted as of this writing though cumulative records and summary
statistics have been maintained.

Accozding to program records, 552 persons have been enrolled in the
Oekland Program since its inception. Two-hundred fifty three of these were
enrolled in the pilot phase of the program from October 1977 through January
1979, and 299 cadets enrolled beyond the pilot ?hase from 1 February 1979
through 30 September 1981,

0f the 299 cadets, 208 (682) were male and 95 (322) fena;e. The ethnic

classifications were as follows:

Blackicsesesscosccnsssesssee82
ni‘pﬂnicoooocoonoonoooo-0000132
c.uc..i.ﬂco.oooooouooooooooaoaz

ABlafNievesenvecsvovccsonvreseld

SN LR . RGP

o e L
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Only 30 (10%) failed to successfully complete the Program. Howevor, the

>
A,
-

'5 A £ {5-

total number of “non-positive terminations” fncressed to 70 (23%) when several

post-progranm cutcouses were taken into account. Among these were refusal to

WY

Y

accept jobs offered, failure to pass wmilitsry entrance requirements,

P
55,

withdraval from further assocation with INPACT, woving to different locstions,

G
e

faillure to attend Guard meetings, aud failure to leave forvarding addresses.
0f the 229 remaining positive terminations, 172 (761) have been successfully

Job placed. Of the othar 56 (241) positive teraﬁuntions..gpprox&nately half
-14 ' '
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returned to school. Following is a breakout of the decisions of the 125
individuals who opted for the military, passed entrance standards, and

cozpleted all training:

Army National Guardeeecscsesssdé
Air National Guardeecscccecesed
ATy ReBervVe.ecccececrassccceesd
Active ATHJeecssarncnssneescell
Active HaVY.erooesssoseoenceneld
Active Air Forceecsecsecesccessal

Active Marine Corps. seevsensesd

An additional 7 of a total of 132 who entered the militarxy were still in
training as of this writing (Participant Summary Report, 1982).

Attrition, A total of 14 (10.6%) of 132 have attrited from BCI/AIT to
dete. This vate is considerably lees than the training attrition rate usually
reported for those who enter the Arsy without pre-enlistuent training, In

order to account for this difference, a vore cooplete date base and formal

b
3 ")

v,
&

progran evaluation is ueeded, as well as a thorough explication of the linkage

o

batween progran elements and ocutcoass.

Cost Benefdr, It costs spproximately $2,000 per cadet to complete the

‘;“;’ZKL.?_—-‘; P,

P
5o

pre-enlistment training progran (Ware, 1982). According to a recent Army

et ™

-

Audit Agency Report (Sw 81-1, 1981. p. 0), it costs approximately that sace
amount to deliver the average vecruit (without pre-enlistment training) into

the Army~~at least 15% of whoo would potentially attrit during training.

15
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Thus, the cost advantage of pre-enlistaent training is strongly suppested.

Hovever, much more in the way of cost and attrition data are needed in order

to complete an adequate cost-benefit analysis.

Wisconuin IMPACT Plan.

Thic program hegan {n the Fall of 19R0 and {s modeled after the

It seeks entry=level private sector employment for

California IMPACT Program.
economically disadvantaged youth betveen the ages of 17=23 {n return for a six

year enlisteent in the Wisconsin National Guard (or other Reserve corponent),

Like the California Program, one of the key features 4s the high degree

There can be no pending court action, parole

of selectivity of participants.
Those ever convicted of a felony are likewise rejected. Even

Those vho score

or probation,
outstanding traffic violations have to be cleared up.

excessively low on a literacy pre-test are aluc rejected, as are those vho

display openly hostile attitudes tousrd suthority and the military (Waihs,

1981).

Training Course. The training Jasts seven weeks (280 hours), and has three

The largest is Basic fkills, comprised of developmental

as jor sublect avean,

Cy

and survival skills, Pighty of the 110 hours of basic ekills 1s epent on

developmental skille. The second wmost emphas{zed topical ares s MWilitary

Skille Yraintng (90 hours) with a heavy enphasis upon PT and drills and

- ‘~
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cerencnies. The thiyd maisr avea is pre-e¢sployment prepavation, with an

eaphasis on carveer sssessment, and job interview techniques (Weihs, 1981).

16
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Unlike the California Program, the Wisconsin Progran provides only a

uilftary path. Upon completion of training, a choice is made tc remzin active

or return to Milwsukee as a reservist,

Progrem Tvalustion, WNo formal program evaluation {2 available at this

time.According to Weiha (1981) approximately ANX of initial applicants are

vejected., Of the remaining 20% that are accepted into the program, about 50X

graduate. Thuz, adout 102 of the original applicants successfully complete

the program. All participants were reported to be non~high schoool Rraduates;

602 Black, 20% Hispanic, and 20% female. Approximately 1/3 of these
completing training have elected to remain with the active milfitary, the

renainder choose to serve as resecvists,

Attrition, Of the select group comprising 10Z of the original population

of applicants, approximately S0% successfully coaplete BCI/AIT, a figure

}5 consistent with the Califor+ia Program. Most of the nev Guardsmen are said to
;{ have been successfully job placed. '

5; A recent letter from Fred G, Luber (Chatrman, Wiluaukse Private Iundustry
;ﬁ Counsel) to Senator Kasten of Wisconsin, included the following table.
M Clase In Training Graduates Sworn In Placements
3 B | 15 | 1) 13

) o T 19 W

i D § # 4 : 18 .12 2

o v 22

@

s

p

Thus, a good record of silitary acceptability following progran

FLAE S
DA

Also {ndicated 1s a high percentage of jo0b placements

t:._‘u"’t

L N

coapletion is shown.
for rveturnees, The low percent of placements for Class 11l is bDecause wost

trainees were still in BCT/AIT,

3
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Cost Benefit, W¥r. Luber also conmented that over the past year,

<y A, -
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Wisconsin IMPACT had received $190,541 to train 100 individusls, resulting in

,<
P 253 . e

81905 per individual. This $s very close to the $2,000 estimated for the

Rty
I

California Progrh.

.

State of Washinpton Project IMPACT.

The most recent INPACT Program began in the Fall of 1981 4n the “Tri-
cities™ vicinity (Richland, Panco, and Rennevick) of the state of
Vashington. Thia Program vas initially funded with $230,000 of CETA Title ?

noney via contract from the Department of lLabor {Mendoza, 1981).

fraining Progrsm, A key departure of this projvan from those previously

discussed is the relative lack of eaphasie on military and pre-ezployaent
training. It 48 a & week progran emphasizing basic ekills education and
including some bamnic knowledge avsas. Like the other programs, this progran
is designed for youths who show a dif!chn:y in funccional 1iteracy skill m;d
basic knovledge. ' -' | |

The Washington State prograa curriculus is laid out in eix-unite as

follovs (Wynne, 19A2):

Unit 1 Hathematics (36 hours)
: =Computation
=Concepts
eHusericsl Operstions
Oanit 1I Language Usagze (12 hours)
Unit 11X Wechanical Conpretension (32 hours)

«Automobile Operation
=FPhysical Principles
«Space Perception
«Shop laformation

18
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Science (12 hours)
=Reading Comprehension

=Vocabulary

Electronics (32 hours)
=Application of Electroniec Principles

=Vocahulary
=Math Reasaning

Unit VI Military Orientation (12 hours)

Program Fvaluation. WNo evaluative information is as yet available on this

Prograu.

2

Puerto Rico National Guard Program.

This &s an English=as-a=-Second-Langusge (ESL) Program which has been

operating at the English Technical Language School (ETLS) at the Puerto Rico

Notional Cuard Training Site (Camp Santiago), Salinas, Puerto Rico since June

1976, The primsry mission of the school 4s to provide elementary and

tntecmediate English {nstruction ro Puerto Rico Nstional Guard (PRNG)

The secondary objective i3 to provida pre=basic military training.

trainees.
Ristorically, the ESL was established due to &n extremely high BCT/AIT

sttrition rate among PRNG trainees. RMefore the program began in 1976,

training attrition was as high as 29Z. WNot only were these trainees at a

disadvantage dus to English not bdeing their mative language, but also due to '

the culture=shock of being adbrupily transplanted from Puerto Rico to the

Unitad States for purposes of trafuing and adjusting to military life.

27he principle seurce for informaticn about this program was obtatined from a
docusent titled “"Here to Learn” publiashed by the Puerto Rico National Guard

English Technical Language School (1982),
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Curriculum. The ESL Training Program runs for nine 40 hour weeks with 2/3 of

the time spent studying English. About one hour per day is spent on
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mathematics. The remainder of the time (17%) is concentrated on common
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military subjects, with drill and ceremonies, field training exercises, and
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Program Evaluation. Reported statistics indicate an admirable performance of

this program. By the end of FY 81, the ETLS had graduated a total of 2,435
students (since the first cycle of June 1976), 752 of whom are still members

of the PRNG. This group makes up approximately 20% of the total PRNG

strength,
Attrition. As of the end of FY 81, training attrition had dropped to 2%

from the 292 shown prior to the Program's inception.

Discussion.

All of the above IMPACT programs repoxt attrition at a rate markedly lower
than that typically reported for the non-pretrained recruit., Preliuminary
indications are that the programs ave cost-beneficlal, but any fir conclusion

vust swait formal program evalumtion. An evaluation will identify those

o,
b
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elezents which are wost effective in reducing attrition. Several possible
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factors ave discussed below.
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One factor which may account for the prograns' effectiveness way be the

training curriculun and format. XMPACT staffs typically depict the youth who

4
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thrive in their program ae capable, but “neglected” by society. The

et ¥,
.-‘v-

4+

8.

[ 20

[

bl

Y

v

NS

".i

Pyt

»
¥ “ s .
& @ N t‘& * % * 3 - 3 L 1) dy e
¢ AU T N S s AL DRI T o Tty i Jd
N N L



B R T A T L T T EIX T Tt et R _
TR ! ERETRLGYGR LS L 0 30 45 3 TR AL e UV o W St el ot bt B A S

“forgotten ones,” or the “ones that fell between the cracks" are typical
comments in characterizing program participants. Thus, remedial education
under semi-structured conditions may be an appropriate combination.

Useful in this regard would be trainee achievement gain—-score comparisons
with non-pretrained control groups. Such gain-score comparison data would
serve to dispel suspicions about the training course serving merely as a test
“coaching”™ device to pass the ASVAB.

A second factor, orientation to the military provided by the military
skills segment of the curriculum, (to be discussed in detail in Chapter 4) may
provide an important key to easier and better military adaptation.

A third factor may be the preliminary counseling each applicant

receives. Unlike recruiters, program cadre are under no requirement to
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deliver new recruits. Thus, they may be more inclined to counsel out of the

B et
P

ailitary or into the civilian path those cadets judged least likely to adapt
te the military. This may result in a better selection of cadets and
elimination of the costs of sending many poor risks into training. Also,
initial screening way produce “attrition” before entry into the program and
thus enhance the success rates among those who are accepted into the programs.
At present these programs remain epall and few. They have focused upon
intellectually capable, highly wotivated, center-city uneumployed minoritias
with positive attitudes and no police records. With such a combination of
vequirenments, the IMPACT prograss sre not preseatly geared to handle large
nunbers. Just the constraint of police record alone elimtnates froo
consideration wany youths who wight benefit froc these programs. Assuming the
utility of these prograws, a broadening of target populations would seen a
vortly objective as well as attempts to test them in othexr states, reglous,

and depressed rurual sreas.
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Increasing and expanding these programs pose probleums of insufficient
numbers of trained cadre. That 18, the success of the programs seems partly
dependent upon a well trained and selected cadre. Emotional stability,
empathy, and role-model credibility may be the cadres most important
attributes. Selection for these attributes, plus the requisite training may
not be easy to accomplish on a large scale, and experienced guidance and
carefully designed training program may be in order.

Also critical to such programs is the need to cultivate and waintain

private sector employer support. Without this, the all important and ultimate

criteria of job availsbility, successful job placement, and career success are
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placed in jeopardy. Not only must good contact and liaison be maintained

among potential employers, they must be convinced of the value of the types of

o
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training received by graduates. Directors of both the California and
Milwaukee programs veport that the credibility of military training in terms
of instilling the basic discipline needed to perform reliably on a2 job, is the
main attraction that employers have for their programs.

A third problem ares is funding. State and local funding has not
generally been strong, particularly with cutbacks in CETA monies. This has
resulted in a number of overtures from progran proponents to the Department of
Dafense.

However, according to the Honorable Lawrence Korb, Assistant Secretary -
for Manpower, Reserve Affairs and Logistics, in a letter to Senator Kasten of
Wisconsin, “DoDd lecks the suthority to underwrite dirvectly the training costs
of civilians for private sector employment” (1982).

Dr. Korb went on to praise the program, pointing out that *. . . 19% of
the participants have chosen the active militsry upon couwpleting the

progras.” In addition, Dr. Korb sent a semorsuduw to Dr. Edward Philbin,
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Deputy Assistant Secretary of the Army for Reserve Affairs, attaching a copy
of the Wisconsin IMPACT Program Plan, and requesting that he aﬁk the National
Guard Bureau to ". . . assess the program's potential for expanding into other
states as a recruitment incentive.”

In the event of such an assessment, it should be recommended that these
programs not only be evaluated in terms of recruitment incentives, but
attrition and retention as well. In additfon to training attrition rates, the

following varisbles should be among those tracked:

a. Number of initial applicants

b. Acceptance ratio

c. Demographics of applicant population

d. Demographice of participant/graduate/trainee population

e. Attrition from pretraining

f. Show=-up rate Guard/Reserve meetings

g. Percent who choose Active Service

he Percent of entrants and graduates who failed ASVAB

i. Job placeaent rate among returnees

Ij. MOS=placewent match rate among returnees

k. Attitudes toward pretraining program (cadets, cadre
evployers, military flunkouts, etc.)

1. Cedre qualifications

w. Test-retest data on program contents

n. Cadet-control group comparisons

Finally, also ahowing promdbe is the Puerco Rico ESL Prograw. Since its
_ dnception, BCT/AIY teaining sitrition has dropped from 292 to only 2% of those
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students wbo complete the program. This dramatic reduction in training
attrition is strongly sugg;stive of a highly successful program. However,
this result is based solely upon information supplied by s Puerto Rico
National Guard internal document (“Here to Learn™) cited above. Thus, before
any firm conclusions can be drawn, independent program evaluation is needed.
Such an evaluation ghould not only test the above findings, but should also
throw light on the important factors responsible for the presumed success of

the program.
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Chapter 3
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Military Attrition Prediction Screening

The purpose of this discussion is to examine current practices in the

P

Armed Services regarding the use of enlisted scraening systems designed to

T

il

e
2
- 3

differentiate among those likely to complete their initial tours from those

who are less likely.

T

WL i o

HWistorically, demographic data such as mental category and education

Y

level have heen found useful. Of particular use have heen Armed Forces

e

Oualification Test (AFOT) scores, For example, hased upon FY 77 non=prior

Fed
i
ar

h
LIS

service accessiona data, over 3A% of Category IV enlistees attrited within 34

(2

R

months, vhereas only 23.52 of Category I and II recruits attrited during the

e

gane time frame (DMDC Report 6166, September 1981),

Another traditionally used attrition predictor, even more powerful than

c-“b-'vr-q‘ i

mental category, has been educational level, Por the same FY 77 Service~wide

P2 !1:‘;‘;&.’ _

arw
-
'

cohort ae above, attrition within 36 months among nonhigh school graduates

N g

was approximately 44%, and only 24% for high achool graduates=—-a 202

IRV F R

rpg v, {

difference. Previous ycars shoved even greater disparities. FY 75 yielded a

25% differential, with non=high achool graduates attriting at approximately

&
' a

522, as compared to ahout 272 for high school graduates (Wicks, 1981),

.-E’=" -

The Navy and Marines, in particular, have been active in capturing the

gty tg X
o

o

predictive utility of the ahove and other demopraphic variahbles in the

P

g

development of “tables of chance" of coapletion of certain periods of

Ve,

s

service, These efforts will be Jdiscussed bhelow.

R
[;"‘L

First-tern enlisted attrition has become aufficiently alarming and costly

2

as to stimulate the developuent of additional predictors to supplement the

£
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above. Such predictors utilize diographical background data (bio=-data) for

attrition prediction.

Army.

For the past several years the Army has been engaged in a project to gain
a better understanding of personal characteristics which might serve to
identify attrition-prone recruits, and to develop corresponding ohjective
measures. This effort has resulted in the development of the Military

Applicant Profile (MAP),

Military Applicant Profile (MAP). The MAP is a paper—and=pencil, biographical

questionnaire currently operational at all Military Enlistment Processing
Stations (MPPS) to predict training attrition among 17=year old, non~high
school graduate males. Validation work, begun in 1975 has resulted in
alternative forms (4A and 4B) of the MAP, each 60 multiple=choice items in

length, Items on these inventories cover the following general content areas:

Family=early yeoars experience

Self concept, esteen

Academic achievements, experiences, perceptions
Athletic experfence, perceived phvsical competence
Social participation, social etyle

Work experiences, work values

Military service expectations

26
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Both forms of the MAP have been validated and cross~validated, yielding
statistically significant validity coefficients ranging from ry=.32 to
ry=42. An additional effort was conducted in 1978 and 1979 to reduce the
1ikelihood of faking on the MAP,

In July 1979, Form 4B hecame operational. An effort is presently
underway to evaluate the results of operational use of the MAP by examining

attrition rates among the subject population who initially passed it and

gained entry into the Army. Preliminary results based on approximately 15,500

recruits shows the lowest 1R0O-day attrition rate (14.4%) among those selected
by the MAP than any previous group studied. Members of the two previous
validation groups (none of whom were rejected on the basis of MAP score)
yielded a 180-day attrition rate of 19.8% and 21.82.

The MAP is presently being administered to all female enlia‘ees for
purposes of determining the feasibility of developing a female version. This
is a test development and item validation phase, and no females are being
rejected by the Arey on the basis of a low MAP score at this time (An
Operational Test: The Prediction of PBarly Army Attrition, 1982),

The MAP has also been studied as to i{ts potential validity for enlistee
race, education and age subaroups (Batoun, Weltin, and Wing, 1982). Thease
fissues vwere addressed in the process of investigating the MAP’s potential

expansion for use with other than 17 year old high school dropouts, such as

older recruits and high school graduates. The subject population consisted of

4,282 wale recruits in the winter of 1976-77, Of this group 621 (14,52
attrited within the first 6 months of service. A striking findiang, shown in

Pigure 1, wvas the overall relationship hetween MAP score and attrition rate

O 2317, pe.001),
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As to subgroup validations, significant relationships between MAP scores
and attrition rates were found for blacks as well as whites, and for high
school graduates as well as nom=high school graduates, Education level was
clearly the best attrition predictor, with high school graduates showing the
lower rates ()(2-56.51, 4.001), Also, the sasll, but significantly lower

attrition rate among hlacks disappeared when education level was taken into

account.

It was concluded from this i{nvestigation that the MAP has potential as a
useful predictor for blacks, whites, and across several age groups when

analyzed separately as to educational level,

N.!!o

The Navy has been active in the development of two screening devices; one
caritalizing upon demographic variables=-Success Chances of Recruits FEntering

the Navy, and the other utilizing primarily bio-data=<Recruiting Background

Nuestionnaire,

Success Chances of Recruits Entering the Navv (SCREEN), ‘This program

initially got undervay in 1973, SCREEN 4s a tahle of prohabllities of new
recruites completing their first full year of service based an comhinations of
AFQT scores, age, and other demographics. 1t was developed on actuarial one-
year survival statistics of nonsprior servicz male Navy enlistees {n the
calendar year (CY) 1973, SCREEN has been used by recruiters for scresning
applicants since October 1976 (Lockman & Lurie, 1980).

The present day version of SCREEN, shown in Table 1, is an expectancy

table with proportions entered to veflect probabilities of succeas of future
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applicants with given combinations of characteristics., The characteristics
found to be of greatest utility were (a) high school grade completed, (b) AFOT
score, (c) age, and (d) whether or not the examinee claims dependents. A
minimum chance of success of .70 is shown in Table ! as needed to qualify for
entry into the Navy.

The validity of the 1973 cohort data in determining prohabilities was
conducted by following approximately 68,000 CY 1977 recruits through their
first full year of service. A comparison of the two cohort groups revealed
some differences between the characteristics of the groups. ‘the 1977 group
had an increased use of the Nelayed Entry Program, more recruita 20 years of
age und older, a higher percentage of “A" school attendees, a higher
percentage of minorities, and a firste=year attrition rate up from 172 to
20%. 1In spite of these differences, Lockman and Lurie concluded that “the
relationship between recruit characteristics and firsteyear survivcl could be
similar in 1973 and 1977." €ducation, age, mental group, and dependency
status were again found to relate significantly to Ffirste-term attrition.
Similar outcomes were found for additional 1977 cohorte of approximately

15,000 Navy Reservists, and 4,500 Navy enlisted women,

BrELL,

Raged upon the attrition performance of the CY 77 enlisted female cohort,

[t

LN i e i,
’dﬁ

a female varsion of SCRPFN was developed, as shoum in Tehle 2. Yt will he

i‘t

b
- e

noted that the only variables utilized are mental catepory snd whether or not

Ve
Il-‘b'l.il
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one pgradusted from high school with a diploma., Also to he noted {m that

e
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S
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mental category only dips through nmental category III., Such truncations in
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Fig. 1. Percent Attrition as a function of MAP score
for total 1976-77 enlistee saople
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Table 2

Pirst Year Screen for CY 1977 USN Females

~p

B D e - P -A ' 1 i . + ~ . - 5
jb", gy . ;

- R - X T ]
e R Rt o :

Mental
) Group_ Diploma GED
e
% 1 92 85
) 2 A7 81
N
,%§3 3 (Upper) 85 78
B 3 (Lower) R4 76

the data are due to recruiting policies requiring that women be high school
graduates (high school diploma graduate [HSDG] or GED), and score no lower
than Category III on the AFOT. DNue te these constraints the SCREEN table for
vomen diaplays relatively little variance among the "chances for success"
entries and thus has limited utility.

In addition, a “streamlined" current SCREEN table has been developed as a

possible alternative to the operational SCREEN shown in Table 1. The

streamlined SCREEN, shown in Table 3, differs from the current version in that
(a) 17 year olde were pooled with 18 and 19 year=olds, (h) years of education
greater than 12 48 pooled with 12 years of education, and (¢) dependency

status has heen elinminated as a predictor.
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Table 3

Streamlined Current SCREEN

. Grade
12 or Less
m Agg more Ll_ than 11
95=100 17=19 94 90 A9
20+ 92 87 RS
67=94 17=19 90 82 79
200 86 76 73
50-66 17=19 88 78 75
20+ £3 73 70
35=49 17-19 82 7 67
20+ 77 65 61 )
N=34 17-19 80 87 , 63
20+ 74 . 61 56

Recruiting Background Ouestionnaire (RB0), The RBN is the Navy’s counterpart

tc the Army’s MAP. The objective of the RAN is to predict attrition of
enlisteea in recruit training by identifying potentially useful biographical
ftema. -

This work was initisted in 1974 with seven forms of the Rﬂh being ‘
sdminintered to sizeable numhers of recruits at the Naval ?raiﬁiﬁg ﬂéﬁzﬂr za :
San Diego, Californis. As a result of this effort an orig,agz ne& af 3?9
itens wan distilled down to & wore manageable R2 fcems. Tha original 16
categories of biographical items vas reduced to 14, with the categories of
maritsl status and disciplinary problems being eliminated due to lack of
discrininative validity. The two sost useful categories turned ocut to be
school perforsance, and attitudes and expectaticas. Other important
categories were employment reco. ', and demographic data (Atvater,

Skyobisceuski, and Alf, 1976).
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Recent progress on the RB) has resulted in the contruction of 55-item
alternate forms (RNO=1 and RBO=2) which have heen administered to more than
44,000 Navy and Marine Corps applicants for enlistment. Those applicants
accepted for enlistment are currently being tracked through the first 18
months of service (Atwater, 1982).

Several cross=validation efforts have been conducted, yielding
statistically significant biserial correlations with attrition measures
ranging from .20 to .36. RBQ scores have also been reported to compare
favorably with the SCREEN expectanny table in attrition prediction
capability. Significant improvement in attrition predictability 4s also
reported to result when the RBO is used in combination with SCREEN (Atwater,
1982). |

Puture work with the RRO calls for demonstrating its relatiomship to
additional criteria such as unauthorized ahsencea, desertion, school
performance, and job performance. Separate scoring keys will also he
developed for high school graduates, non-high schaol graduates, and

minorities.

Marine Corps

The Marine Corps has used two screening devices to predict firltwgerm
enlisted attrition. One of these is the RBQ discused above, which {s also
being validated for Marine Corps applicants, and the second is the Profile of

a Successful Marine==a demographic profile.
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The only difference between the Marine Corps and the Navy versions of the
RBQ will be that the Marine Corps scoring norms will be derived from a Marine

Corps applicant normative population, Data ar¢ currently being collected for

noraing.

Profile of a Successful Marine., The purpose of this effort, similar to

—

SCREEN, was to develop a demographic profile which would effectively
differentiate between those who complete their obligated tours of duty from
thogse who do not. The analysis included such varishles as age, race,
educational level, number of dependents, aptitude, and attitudimnal scores
(Sims, 1977). |

This effort was hased on the tracking of approximately 52,000 recruits
the first year after inception of the All Volunteer Force. The results of
this endeavor yielded three separate profiles. Profile I was hased upon (a)
educaticnal level, (h) age at enlistment, and (c) an “attrition composite"
derived from a combination of ASVAB subtest scores and an “attitudinal
test." No further details aa to the precise nature of this “attrition
composite"” were reported by Sims., Profile 1I was based on education level,
ag2 at enlistment, and mental aptitude. Nental aptitude was substituted for |
“attrition composite.” Profile IIl was identical to Profile Il except that
educational level was measured by number of school grades completed, rather
than vhether or not one graduated from high school,

Profile I turned cut to be the superior predictor. This rvesulted in two
expectancy tables, one for high school gradustes, and oune for non=high school

graduates, shown in Tables 4 and S,
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Table &
- iy
s Predicted Chances of Success: Profile I
. gé (High school graduates)
.'g Attrition
o composite Age
raw score 17 18 19 20 21 22 23+
180 100 100 100 100 100 100 100
160 100 100 100 98 96 95 93
140 93 92 90 88 /7 85 84
120 /4 82 86 79 77 76 74
100 74 73 71 69 68 66 65
R0 64 61 61 60 58 87 55
60 55 53 52 . 50 49 47 4k
Table 5
Predicted Chances of Succesas: Preofile I
(Nonhigh=achool graduates)
Atirition
Composite _ Age .
Rav_Score KA IS C R T W VI
180 99 98 96 94 93 9 90
160 %0 88 87 85 83 82 80
140 80 M 1 1 W™ 1 om
120 n 69 67 66 64 63 6}
100 61 60 58 56 55 53 $2
80 51 50 48 47 1] &4 42
60 - R ¥ 40 30 37 36 34 n

Like SCREEN, the entries in the tables are proportions veflecting
actuarial rates of completion of tours of duty contingent upon the particular

combination of predictors.
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In spite of the superiority of Profile I as a predictor of attrition,
Sime expréssgd misgivings about its implementation. One reason was that.

Profile I was not the best predictor of school performance, Another reason

" was the fact that the “attrition composite" included an attitude test which

would be susceptible to "coaching".

Alr Force

The Air Force has developed two testing programs which combirned, provide
the basis for prediction of premature terminations of their enlisted
personnel, These tests are the Air Force History Opinion Interest (HOI) and

the Air Force Medical Fvaluation program, vhich includes the HOI as a

component,

Afr Force History-Opinion laterest (HOI),. Accordiug to Guinn, Johnson, and

Kanter (1975), the ROI, a self-descriptive questionnaire, was ueeful as a
rough preliminary acreening device, They further recommended that the HOI be
limited to preliminary scraening, with supplementary psyctometric and
pasychiatric assessments conducted on individuals identified hy the HOI as

having low potential for service to determine fessibility of emlisting those

persons,

Afr Force Medical Fvaluation Tegt Propram (AFMET), This program hoth utilizes

and has evolved out of research and development on the HOI, Further research
and development on wilitary sdaptability ncreening resulted in the clinically
oriented AFMEY program. This program was fmplemented 4in June of 1975, and

consiste of two phascs.
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The purpose of Phase 1 is to provide preliminary screening of enlisted
airmen having low potential for military service., The HOI is used for this
purpogse and those so identified sre given additional evaluation. Unlike use
of the Army’s MAP, the HNI {s administered only after recruitmeat.

Phase II has two components, with repard to the further evaluation of
marginal airmen. The first involves administration of the Minnesota
Multiphasic Personality Inventory (MMPI). FPFach individual is fhen also
interviewed by a trained technician. Rased upon this screening process,

individuals determined to have low potential are transferred to the Mental

Hvziene Clinic.
Retween June 1, 1975 and June 15, 1976, the first year of the AFMET

program, 80,732 recruits were administered the init{al HOI (Phase I). fThis
preliminary screening identified 5,369 trainees for Phase II testing. Of
these, 1,331 were referred to the Mental Hypiene Clinic for further action. A

total of 444 basic trainees were discharged on the hasis of the AFMET process

(Rloom, 1977),
Niscussion,

1t would appear that the future is hright for preliminary attrition
screening instruments, particularly those that utilize dioedata, ‘They are
relatively inexpensive to develop, adminiater, score, and interpret. The key
lies in their predictive validity for attritioneprone youth populatioms.
None of the bHio~data predictors heing developed and used by the military
have cleavly demongtrated validity as yet. The farthest along fs the Army‘s
MAP, which has yielded strong suggestive findings, but nothing clearly

interpretable. "Validity" evidence, thus far, has pointed to a lower dropout
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rate in the high school male dropout population which has heern subject to MAP
screening, than in similar previous populations not subject to screening.
However, since there have been no control groups, there is no way to estimate
what the attrition rates for the currently tested population would have been
without the MAP, Other factors such as the availability of civilian entry-
level jobs or improved military propensity might just as well explain the
lovered attrition rate in these groups.

Another consideration has to do with depree of validity. Even {f the
predictors are “valid" in the sense that they show statistically significant
correlations with attrition criteria, too low validity could work hardships on
recruiters, If the predictor is to be effective, it must discriminate bdetween
those who will successfully complete their touf and those who will rot
complete their tours. On the basis of the predictor, some applicants will he
rejected, To the extent that the validity of the test is imperfect, there
wvill be some “false negatives" among the rejects (i.e., those erroneously
predicted not to complete, although they would have completad). The lower the
validity coefficient of the cest, the greater the percentage of errcneous
rejects ({.e,, false nepatives), A validity coefficlient of .40, for example,
only shows a 16X overlap between the criterion and the test. This, together
with a high cut«off score would result in the rejection of a great wmany '
applicants who would not have attrited. Thus, if such a predictor iv o be
used successfully, there must ba a sufficiently large vecruiting pool
availgble to afford tie luxury of eliminating many who wight have succeeded.
Such has indeed heen the case since the inception of the AVF=-for that
population (1.6., lou AFA? scoring, won=high school gradustes) for which the

attrition predictors are intended, Even {n the worst of recruiting msrkets,

with military propensities at a low ebb, there has not been a shortage of high
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school dropout applicants. Thus, a validated MAP with all {ts imperfections,
can be an important tool in pre-screening this attrition-prone population.

A recent development with regard to bio-data screening devices has been
an advocacy for the development of a joint-service instrument. An excerpt
from a letter (March 12, 1982) from Clifford Gould, Director of the General

Accounting Office, to the Honorable Casper Weinberger, Secretary of Defense,

is as follows:

"In our view, now that the initial development and validation
efforts for bhiodata screening irstruments are heing completed by
the individual services, better use of the resources available
within the services for continuing efforts could he realized
through a jointeservice program."

Gould points out that during the fiscal years of 1974 through 1977,
445,000 military personnel were separated prematurely, costing the Govermment
$5.2 biilion. Ohviocasly, not all, or even a large percentage of these
attritees could have heen detected prior to enlistment by a biodata

questionnaire. However, even a predictor with relatively low validity would

have saved milliona if applied to numbers of this amagnitude.
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Chapter 4

Realistic Expectations Interventions

Interest in realistic expectations interventions has been stimulated by
alarmingly high enlisted attrition rates, coupled with research literature
indicating that as realism of joh expectations increases, turnover rate
decreases. According to this literature, experiences encountered hy an
individual before and immediately after entering a new organization can have a
considerable effect upon his or her attitudes and hehaviors (Horner, Mobley &

Meglino, 1979). As a result, a number of studies of business and military

< e e

organizations have suggested supplying new members realistic information ahout

’-" .-d
gk

the organizations they are joining. A longitudinal study of attrition in the

:l,}a

K .Sl'

Marine Corps suggested that “an {nitial recruit depot program aimed at

X2 ¥ ,‘ﬁ

clarifying expectations, . ,may help reduce attrition among first-term male

_ enlistees,”" (Mobley, Hand, Logan & Baker, 1977).
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The Armed Services have begun efforts within the past several years to

s

-
[
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hetter orient new recruits as to what 1s in store for them, and how they may

N Ny

respond. Tvwo basic approaches have heen used, doth utilizing the medium of

&

color vidootapes, The fivst nrovides a rvealistic preview of the basic
wilicary trafning curriculum. The second approach focuses upon the coping

skills needed to succeed 4n hasic training.

Aray

The US Army has recently developed two Rasic Combhat Training (BCT) preview

filis under the auspices of the US Aray Research Institute for the Rehavioral
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and Social Sciences (ARI). The first of these = realistic previews = is an

introduction to the rigors of basic training and provides information about

. el e
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the sequence of training objectives. The second is a coping skills film

-,

dealing with problems a recruit will face in the Army and various ways of

coping with them,

S et

N lals

Realistic Previews. This effort resulted in a film titled "I WIN", an acronym

a5 Yo e
""\ L3
Iy

X &

for Introduction, Weapons Training, Individual Tactical Training, and
Necessary Testing Activities, It {8 a 28 minute color videotape, and provides
an orientation to the four basic components of RCT. The objective of the film
is to aid in the military ad justment process especially during the first two
or three weeks, by informing the recruits ahbut what to expect upon enteriug
the Arny.

The film begins with a discussion of what activities will take place at
the Reception Station. Such matters as receiving uniforms, getting
{dentification cavrds, medical check=ups, dental X»rays, shots, and haircuts
are mentioned {though not necessarily shown). Unlike counterpart films
developed by the Marine Corps and Navy to be discussed later, this film is for
showing to both male and female recruits. First, the atructure of WCT is
described. The vecruits are told that upon avrival st thedy BCT Unit, they
will meet their drill sergeant, who 16 a Ytrained professionsl with a tough

job." He 18 generally depicted as & humane individual, but who wust watintain

firm control of his unit. Viewers are told not to worry vhen the deill
sergeant yells at them, and that he i{s doing 4t for their welfare and that he
18 not “mesn". The important thing, they are told is “to do exactly as you

are told."
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The film goes on to describe the four training phases of BCT:

i

S

Introduction, Weapons Training, Individual Tactical Training and necessary

o

testing (I WIN). It is explained that the Introduction Phase consists of

three weeks of classroom, drill, physical training (PT), and orientation

4
v

— W LD R R A

activities., Drill and Ceremony is a major component where recruits learn to

i

march and handle a rifle properly. They are oriented on the Nuclear,

LA A

Biological, and Chemical Defense (NBC) training that {s in otore for them, and

s
e

that they should not "worry ahout the gas chamber." PT is also stressed, and

4

scenes are shown of strenuous, but successful efforts to negotiate a

confidence course.

% g

Weapons Training lasts two weeks and copcentratea upon acquiring skills
for using and maintaining an M16 automatic rifle. The recruits are informed
that they v&il learn to assemble, disassemble, and fire the weapon, They will
be given classroom instruction and algo practice at aiming, holding the rifle

steady, and firing with live ammunition, lastly, they are told that most of

i
-?

thea will eventually qualify and receive medals as at least “a marksman®, and

I ey

some even as “experts",
The third phase, Individual Tactical Training, involwes a tvo week
bivouac. ‘This is vhere trainees are taught battlefield techniques. They will

learn how to emafintain equipment under field conditions, and gain familiarity
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with addicional weapons such as grenade launchers, and light anti=tank
weapons. ‘They will learn how to hide and camouflage thely equipment, use
flares and defend against attack. They will also be allowed to throw one iive
hand grenade, and to attack an “enemy" position with live amaunition, Lant,'
they will take o fifteen mile hike back to post after completion of the

bivouac.
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The fourth phase, and the final week of BCT is devoted to Necessary
Testing Activities. The film describes the company inspecticn and a variety
of tests, PT tests consist primarily of sit-ups, push-ups, and a distance
run. A major test is the end-of-cycle test, known as the "Superbowl," It is
comprised of guard duty, first aid, military customs and courtesies, rifle
maintenance, and drill and ceremony proficiency.

Finally, graduation day is shown. This i{s a ceremonious occasion with
the viewers being told that "you‘ve won." "you’ve made it" and ahout l{fetime
memories,

I WIN was ghot at Ft, Jackson, South Carolina, and shows actual training
exercises, and activities. Although it has a professional narrator, all
participants are actual on-gsite personnel at Ft. Jackson. An evaluation of
this film, including its relationship to first term enlisted attrition is

presently underway (Meglino, personal communication, April 14, 1982).

Coping Skills. Coping Skills are presented in a 20 minute color videotape

titled "Adjusting to Bagic Training." The film is designed to reduce training
attrition by pointing out the proper methods of reacting and dealing with
several problem areas encounted by recruics (Randelph, Younghlood, Megiino,
Laughlin & DeNisi, 1981),

The film was shot at Pt, Jackson, SC, and shows actual traiuning
situations and activicies, It differs from I WIN primarily in that it
concentrates not so wuch on what happens in training, but rather what are the
conmon problems a new recruit is likely to encounter, how he or she might
react emotionally, and what steps to take {n coping with thea.

The fila beginas by pointing cut that a major factor in succeeding in BCT

is getting past the first two weeks. The viewers are told that the key
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concerns of new recruits are (a) adjusting to living with new people, (b)
leaving home and friends, (c) taking orders, and (d) physical training. They
are reminded that everybody is under pressure and that they aust work as a
tean to succeed.

The film proceeds with a step=by-step reiteration of the above four
problem areas, but with an emphasis upon recommended solutions. To help
adjust to group living with strangers, recruits are advised to meet with other
trainees as soon as possible. In particular, they should each get to know one
other person well. About leaving home and friends, the recruits are first
reminded that they are bound to be home=sick at times. The recommended coping
mechanisms are to "talk to your newly made friends," to remember that these
are temporary feelings, to write letters and call home, to keep busy, and
concentrate on “other things." As to taking orders, the recruits are told
that strict discipline, and quick reaponse to orders are absolutely essential
to the proper functioningk of a military unit, They are told that the drill
sergeant will yell at them, and come down hard on them, such as giving extra
PT on the spot for failure to follow orders, The proper way to respond, the
recruits are advised, is to listen carefully, not to worry about the drill
sergeant’s tone of voice, to do exactly as they are told, and that they cannot
question the drill sergeant’s authority. ‘

The area of greatest concern to new recruits is PT. ‘They are told that
running is generally the hardent exercise, and that push-ups is the most
difficult calisthenic for women. To help the recruits cope with PT, they ave
reminded that their bodiea will adjust, that it gets easier, to think
positively, to “talk yourself through,” “pet your mind off it," to “encourage

ons another,” to set goals and to practice.
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Finally, the recruits are presented some information on resources that
are available when they need extra help., ‘They are told that they should first
approach their drill sergeant, and in the evening if they can wait that
long. A scene is shown in which initfal counseling {s conducted by a drill
sergeant who accomodates the recruit’s desire to see the chaplain, Other
resources nentioned are the Red Cross and the Inspector General.

A follow=up evaluation of this film is currently underway {Meglino,
personal communication, May 5, 19R2),

Both I WIN and "Adjusting to Basic Training" are operaticnai at all Army
Reception Stations at posts which offer BCT--as opposed to one=station-unit-
training (OSUT). The films are also made available to the training companies
for showing in case circumstances do not permit their being shown at the

reception station.
Navy

Realistic Previews. The Navy has produced three boot camp realistic preview
videotapes, all under the auspices of the Chief of Naval Technical Training.
Unlike the Army and Narine Covps, all of the Navy fiima are to he classified
as realistic previews. They are very similar in approach to the original
Marine Covps film discussed below, though there are some variations due to
diffevences in basic training curricula, The Navy filus differ subatnnt!qlly
from the Arsy film I WIN 40 that they are much longer (78 minutes), and
provide uore specific examples and vealistic details about recruit training.
The Navy film3 are the oost vividly realistic of all the realistic previews of

t I'lininﬁ .
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San Diego Version, The first of these films was designed for orientation

of new recruits at the San Diego Recruit Training Center (RTC), and was filmed
on=site in 1979, No professional actors were used, The bulk of the film was
made up of unobtrusive filming of actual recruit activities, training

exercises, chow lines, obstacle courses, swimming classes, pistol firing,

drill instructors yelling, physical training, rope tying, first-aid, chipping

paint, and much more. Numerous recruit comments are heard, such as “the first

ol e ~“_.4

Ll d

veek is hardest,” and “no ?rivacy at all." The entire chronology of training
phases are shown along with appropriate commentary., The film hegins with
emphasis placed upon the difficulty of getting through the first few weeks of
training. Gradually the film shifts away from the hardships towards the
revards of accomplishment the recruits will feel at the end of training, That
is, the film moves all the vay from showing recruits grimacing as they are
stuck with needles to pride in wearing their dress uniforms, scenes of proud
parents, and the playing of YAnchors Aweigh' on graduation day.

Great Lakes Verafon. A Great Lakes RTC veraion of the ahove film was

more rxecently produced, being partially filmed on-site at Great Lakes. The
film script is the same as for the San Diego version, $ncluding many of the

identical film clips, WNifferences generally were li{mited to aituations

showing background, scenery, or other cues that might reveal the phystcal

setting.,

Orlando Versions., The most recent Navy realistic preview filus were

designed to orient vecruits arriving for boot camp at the Orlando RTC. Me of
the films shows trainiag for males, and the other concentrates on training for
women. Again, these filus are similar to the above in script and content,

differing in scenes sppropriate to the physical location,
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Evalustion. An evaluation of the Great Lakes and San Diego £ilms has
been conducted by Lockman (1980), who presented a realistic preview film to
every other company of incoming recruits at each RTC over a six week period.

" The alternate companies were not shown the film--the control group., The San
Diego study was conducted first, spanning from March to mid-April 1980. A
total of 2,051 new recruits participated, with 1,049 in the realistic preview
group and 1,002 in the control group. The administration period of the Great
Lakes study was from November to Mid-December 1980, A total of 2,607 recruits
was involved, with 1,342 viewing the realistic preview, and the remaining
1,265 in the control group. The sole dependent variable was hoot camp
attrition.

Lockman's basic finding was that there was no etatistically significant
relationship between showing of the realistic preview and training attrition.
Reolistic Preview viewer attrition at San Diego was 9.4%, compared to 9.9%7 for
non-viewers (p>.05). At Great Lakes, viewer attrition was 14%, whereas non~
viewer attrition was 13.6% (p>.05). There were however, significant
differences in attrition rates between the two RICs, with overall attrition at
San Diego markedly lower than at Great Lakes. Lockman does not report an
overall significance test, but does report t~test signficance levels between
Realistic Preview viewers at the two RTC (p<.001), and batween non~-viewers

(p<.01) at the two locations. No attempt was made to explain these

e AR
N YA

differences between the RICs.
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An additional Probit analysis was conducted for the Great Lakes sample,
yielding statistically significant coefficients (<.01) for years of education,
AFQT score, and age at entry. That is, attrition rate was lower for the

better educated, higher scoring, and older trainees.
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Marine Corp

The Marine Corps was the firgt of the Arned Services to produce realistic
previews of training, and coping skills videotapes. Their efforts go back to
1978 when the first of these films = PIRATE = was shot at Parris Island, South
Carolina., Since that time, a San Diego version of the Parris Island film, a
Woman Recruit version, and two stress=coping skills videotapes have heen

produced,

Realistic Previews, As mentioned, the Marine Corps has produced three

realistic previews of recruit training: Parris Island, San Diego, and Female.

PIRATE. The Parris Ieland Recruit Assimilation Exercise (PIRATE)
resulted in a 74 minute color videotape named “The Beginning." It's.purpose'
is to orient male Marine Corps recruits &s to the rigors of recruit bhasic
training at Parris Island. It has served as the forerunner and perhaps a
model for subsequent films developed hy the Army and Navy discussed ahove.

The choice of content for this film was hased upon ohservations of basic
training at the Marine Corps Recrnit Depot (MCRD) at Parris Island, and
interviews with over I recruits, drill instructors (NT), and other Marine
Corps pevsonnel,

The film bhepine with the arrival of new vecruits at Parris Island and
their first few days of processing., Sisce the main purpose of the film is to
sten early training attrition, emphasis is placed upon the fivst three weeks
of traininpg. The program {ncludes many aspects of daily life, from moraing to
night, All mnjor"negmantg»ﬁf training are covered, including a section on how
Nls are trained and tend to view mew vecruits. The DIs tell how they want the

recruits te act, and offer advice to the recruits on how to cope with thetr
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DIs. Actual training situations and exercises comprise most of the scenes,
Poor to good performing recruits are depicted in the film to provide the new
recruits a range of potential role models. Information is alsc presented
concerning average improvement on physical training tests, number of failures
on classroom examinations, that not all recruits are expected to graduate, and
the like.

Evaluation. A formal evaluation of PIRATE was conducted by Horner, et al
(1978) at the MCRD at Parris Island, SC. $Six hundred and seventy-eight
enlisted male vecruits were divided into experimental, placebo, and 2 control
groups. The experimental group was shown PIRATE and the placebo group was
gshown a series of three standard Marine Corps recruiting films shortly after
arrival at the MCRD, No treatment conditioné were administered to the control
groups. CQuestionnaires encompassing numerous variables were administered at
various intervals. | |

Attrition in the placebo group closely approximated that of the control
groups and thus was combined with the control groups for purposes of this
report. The major rasults of the study showed a somewhat lower atitrition rate
for the realistic preview group (10.3X), than for the combined contrel groups
(14.9%) at the end of recruit training. Although this was a 4.6% difference
in attrition, statistical significance was not attained (p>,05). However
statistically significent differences were found at the six month and twelve
aonth junctures. The attritién rate for thoe realistic previaw group after asix
months waz 14.9%, whereas the control groups reached 23.8% (p<.05). After
tualve months, stirition for the realistic preview group stood at 22.4% ae
conpared to 33.1% for the controls (p<.03). Another finding was a
significantly higher performance level for the realistic preview group than

for the control groups in Military Skills warke. There wgo also a
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significantly lower expectation of job amhiguity for the realistic preview
group than for the control groups after'yiewing PIRATE (p<.05). |

The authors made mention of the possibility that the significant
attrition effect at the six and twelve month points, but not immediately after
training, could have been due to a “sleeper effect." That is, the effects of
the film may not have an immediate impact, with effects only starting to
surface after 6 months,

It had also been hypothesized that thoee receiving the realistic preview
would display fewer intentions to quit, fewer thoughts of quitting, greater
job satisfaction, greater commitment to the organization, higher efficacy |
expectations on the job, greater ahility to cope, more value change, and
greater feelings of trust and honesty toward the organization, None of these
hypotheses was supported.

They also expressed confidence that the results of the study demonstrated
that the realistic preview does have sufficient utility to warrant continued
use and evaluation. They pointed to the relative lack of expense involved in
developing and showing realistic previews, and the need‘to do shuw them on
"moral grounds."

San Niepo Verasion, A very similar videotape, also titled "The Beginning"
has been produced at the San Diego MCRD for orientation of new recruits at -
that location, ‘The script is vecy similar to the original PIRATE differing
oaly i{n actual setting, “cest of characters”, and the like, ‘The same
information about training 18 prescnted. Po evaluations of the film are
aveilable at this time, |

Yemale Recruit Training, ‘thig recently produced 355 minute Marine Corps

#1lm 13 a version of the ahove descrihed filus which phows enlisted vomen

Nhr;neé undergo recruit training. The film {s titled "“rhe Pirst Step" and
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follows the format of the above films very closely. There are some
"differences. however. to bhe noted. For one, recruit training for women
Marines is 8 weeks rather than 11 weeks, with the principle exclusion of
weapons training. For another. poise. appearance, and military bearing are
emphasized as essential skills to acquire.

No evsluations of this film are available at this time.

Coping Skills. Two recent recruit orientation projects have heen undertaken

hy the Marine Corps, resnlting in two stress—conine skills films with
identical titles of '"Making It: Minute hy Minute, Nay by Dav." Both of these
videotzapes are approximately 20 minutes in ;ength, and are otherwise so
similar in purpose and content that they will be discussed {n common. Thev
will he referred to as "Making It I" and "Making It TI" in reference to the
chronological order of their development,

These films hoth emphasize (a) what to expect in training, (b) how one may
feel ahout it, and (e) what to do ahout 1it. Both films show a variety of
scenarios designed to depict stressful situations one may encounter in
training. The recruit is told that it {s natural to worry and feel anxious.
“"Making it Y" tends to emphasize (c), that is, the proper coping mechanisms,
Of particular importance is that the recruit maintain concentration upon the
immediate task at hand, "Making Tt II" dwelis on (b), emotional reactions and
their contro) more thaa Jdoes “Making ¥t T." It (s pointed out that common
feelings during recruit training sre nervousness, anxiety, frustration, anéer.
lonelinees, and discouragement, As indicated, there 16 a high depree of
overiap hetween thase;fiimﬁ. Beth films offer vrepeated advice as to the
importance of controlling emotions, not worrying about the future, and

learning from mistakes, Comments are also wade about the purposes of the

5l



training, importance of teamwork and cooperation, positive mental attitude,
and so forth.

¥valuation, The Marine Corps stress-coping films are showm between days
1 and 4 at the Marine Corps Recruit Depots. "Making It I" has received
evaluative attention from Githens (personal communication, April 1, 1982) who
reported negative results concerning any direct relationship of the film to
training attrition.

Sarason (personal communication, May 4, 1982) compared the effects of
"Making It T" to PTRATFE ("The Reginning") and a control group which received
no film. He found that those who viewed "™aking It I" had a greater
inclination than the other groups to nerceivg recruit trainineg as difficult
and challenging, and also to have preater confidence in their oum ahility to
succeed., Sarason also reported a 2% reduction in training attrition which he
attributes to ‘Making It I",

Fxperimentation by Sarason (nersonal communicatfon, May 1982) !s
presently underway regarding the hest utilizations of the films. Re is

’

determining whether the films should he shown singlv or in some combhination.

Alr Force

There are at this time no reported efforts hy the NS Aly Porce toward the
development of realistic expectations interventions. This $5 vwrohahlv

attrihutahle to tuo factors: WRasic Militavy Training (A™P) 4{n the ALy Force

18 not a “comhat training” vrogram as it i{s for the other Sarvices, and
conseguently the stresses of {unitial ad justment may not be as great, A
considerahle portion of the WMT program of instruction is designed to “orient® -

new recruits to akills training aud life in the Alr Force. Audio-visual
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presentations are used as orientation devices, Second, the Air Force
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typically has not had to deal with the large numbers of marginal personnel as
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have the other services. It is marginal personnel that attrit in the larpest
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numbers, and the group for which realistic expectations interventions should
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have the preatest effect,
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NDigcussion,

There are three key issues surrounding a nroner evaluation of the

£ s

effectiveness of these films: standardized usage, professional control, and

criterias for evaluation,

As of now, there appears to he little procedural standardization, with

Ry

"l

usage of these films in considerable flux. For example, the videotapes are

L

operational at Reception Stations, Recruit Training Centers, and/or Recruit

Nepots, with the intent of showing them to all recruits during the first few
days of ineprocessing. WHowever, when inw-processing activities hecome too
hectic, the films may not he shown until the recruits reach their training
companies, There is also little standardization among other impinging films

and activities, nor clear understanding of how they way alter the impact of

k]
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realistic preview and coping filma,

!

-y

A related ifassue is the destribilitv of nrofesstional contvol, or at least

£ .l-_ I.

g el

guidance, rveparding the conditions of presentatinn., Thie would seem even more

.
-
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{mportant in the ahsence of a standardized procedure of presentation, At

present, the only professional control heing exercised {8 in connection with
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evaluation efforts,
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The third major {ssue deals with the proper criteria for evaluation. The

A
;‘a‘ i

criterion of greatest interest, and the focus of evaluation efforts thus far,

2
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has been first-term enlisted basic training attrition. Though some positive
effects have heen reported, the reliability of these findings are
questionable, The reported differences have been very small, and when
combined with the several negative outcomes reported, a very ambiguous picture
emerges. A sipnificant relationship with attrition may be too much to expect
of a short videotape, especially when it is mixed in with the remainder of a
full day’s schedule. Also, attrition can occur, according to definition, any
time during the first tour (3 or & vears). Such a time span may serve to
override eifects of the films upon attrition hy permitting notentially
interfering avents to occur hetween the measurement occasions. Perhaps other
criteria should be emploved which are not squect to the considerahle time lagp
which may occur hetween the independent variable (film), and ghe dependent
variahle (attrition), Criteria which could he considered are more ahstract;
i{ntervening variables such as attitudes toward training, morale, accuracy of
expectations, confidence in success, anxiety reduction, and difficulties
encountered in training,

Another viaw holds that the bottom line remaine firsteterm enlisted
attrition. From a cost<henefit standpoint, it is the only hard criterion
against which on can measure effectiveness. Time and intervening events are
not treated as confounds, but rather as integral parts i{n the process of
adjustuent or coning., This view conceives of the impact upon attrition
reduction not as a sole function of the film, bhut rather of the interaction
between the f{lm and training. This phenawenon {8 hasicallv vhat Camphell and
Stanlev (1963), referred to as “test=X interaction”, or the “sensitization"
affects of a pretest, vherehy the film 4s analogous to a pretest due to its
content similarity and temporal contiguity to training. |

Before one can déteimine the effectiveness of realistic previews, there

must be more controlled usage--hoth when these filus are shown, the nanner in

b




which films are shown, and agreement on evaluative criteria. Work on these

prohlems is continuine.
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Chapter S

Post~Enlistment Remedial Education

The purpose of this section is to describe on=poinpg military hasic skills
remedial education programs, and report evaluative information particularly as
it relates to enlisted attrition. Basic skills includes such activities as
reading, arithmetic, spelling, Fngligh language usape, grammar and
punctuation.

According to Sticht (1982), basic skill deficiencies among soldiers in
reading, writing, and arithmetic, can he traced back to George Washington and
the Revolutionary War. The problem has existed ever since, and according to
Nefense Audit Service (Report No. Rl=0N41, 1981), the combined Services spent
$56.3 million on 162,105 enrollments in hasic skills education in FY 79 alone.

The greatest igsue over the vears with repgard to basic skills education
has heen "whether or not the teaching of hasic skills to young adults s a
proper function of the armed services” (Sticht, 1082), ‘Though Congress has
gone on record as supgpesting that hasic skills education should occur nrior to
enlistment, it has also, as pointed out in Chapter 2, made it illepal for the
Nepartment of Nefense to directly fund such pre-gnlistment proprams, Thus,
due to the fact that the literacy needs of the modern military constantly
exceed what 1t is able tu attract from the youth population, pnne-enlistment_'
basic skills remedial educatfon programs have hecome a fact of life in the
oilitary. |

A second major {ssue, and one most relevant to this report, is ti-.

relationship betueen basic skills deficlencies qnd attrition., The data
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b indicate an inverse relationship between attriticn and reading skills. That

13, the lcwer the reading and listening skills, the higher the attrition,

B ﬁf; Such a relationship is demonstrated in figure S=1 between reading grade level
‘ and percent prematurely discharged among 26,032 Navy recruits (Sachar & Duffy,

'-?EL 1977). The figure also shows & much higher discharge rate for poor readers

'-'.§L during the academic phase of training=~a phase i{nvolving much more reading and

paper-and=pencil test taking than the non—-academic phase. Also, the attrition
rate among Azmy recruits who scored below the 5th grade reading level (RGL),
was ilz times greater than for those scoring ahove the 5th RGL (Sticht,

1982). There is also a clearcut relationship between reading skill and

tendency to listen effectively, as shown in Figure S5-Z.
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Table 5-2

Comparison of Learning by Listening
and by Reading for Low and High Skill Readers

Averapge Grade Level of Material

Reading Group 6.5 17‘5 - l"os
listen Read Listen Read Listen Read

Low (ROL A) (Nm4)

Mean 82,87 51,A8 82,4 42,08 25,48 26,02

sn 19,06 27,39 16,25 19,4R 13.43 17,83
High (RGL 10) (N=56)

Mean 72,25 72.46 69,54 ARS,1IR LA4,R0 48,72

Arnz

The Army conducts the largest Basic Skills Educational Program (BSEP) of
all the Services with total enrollments of approximately 185,000, The BSEP is
a major component of the Army Continuing Fducation System (ACES), and consists
of RSFP I = iiteracy, RSFP I = %nplish as a Second Language (FSL), BSEP 1I,

and the Advanced Skills ¥dacation Program (ASFP).

RSEP Y ~ Literacy "This propram 48 comprised of hasic skills such as reading,

writing, spelling, arithemetic, grammar and nunctuation. It 16 desipned as a
primary on-duty education propram to upgrade performance and reduce attrition
rates during Initial Fotry Training (IET).

The traditfional BREP I - litaracy ¢ of nix wveeks auratiou. and i
offered at several installations., Othor posts, such as Fort Dix and Fort
Jackson offer smaller RSEP proprams lasting from 2 hours to 2 daya on specific
skills needad to enhance chances of later éucceedingzin AIT {Sticht, 19R2).
"BSEP I {s availahle to soldiers who scove helow the Sth grade level on

SelectADLE ~ a preliminary screening device used to determine which level of
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the Adult Basic Learning Fxamination (ABLE) is most suitable for use with a
particuler individual,

Testing on SelectABLY. started in October 1878 at selected Training and
Doctrine Command (TPANNC) installatieas. Tt had heen expanded to 22 TRADNA
installations and administered to all enlistees arriving for IET by November
1979, Ry 1982, the SelectARLE had heen administered to 200,4R3 enlistees.

Fvaluation. According to an evaluation (TRANOC Fvaluation = BSEP 71,

1980) of the over 209,0NN thousand recruits tested on SelectABLF:

4,3% (8,993) scored below the 5th Grade Level (GL)
14.3% scored betwezn GL 5«7
39.9% scored hetween GL 7=9

41.5% scored ahove GL 9

The 4.3% (R,993) who scored below the Sth GL ware longitudinally tracked.
Only 4,142 (4A%) of those peaple could still he found in training due to
attrition and completion of ATT, For these 4,142 anldfers, the following

demopraphics were reported:
{a) 37.8% were hiph school degree praduates or GED
(h) 44,97 vere Repular Army enlistees

. 7.37 were 1S Aty Reserve

47.R7. were ARNG
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(c) 44.4% were white
54,1% were black

1.5%2 were “octher"

Furthermore, of this group of 4,142 trainees, only 887 (21.4%) were
actually enrolled in BSEP I, Their mean GL gain score was .93 during the six
week course. That is, they improved almost one full grade level (TRADOC
Evaluation, BSEP, 1980, p. 8).

Attrition, Overall, those who scored below GL 5 atirited during IET at
1/2 times the rates of those who scored above GL 5 (TRADQC Evaluation =~ BSEP
Phase I, p. vi, 1980), This was true for those in the BSEP I program and
those who were in the control group. Thus, literacy level 1is shown to he a
major factor in attrition.

When looking comparatively at the below GL 5 enrolled in BSEP and the
below GL 5 control group, a different picture emexges. Bight hundred ninety
(21.5%) of the group of 4,142 BSEP aligibles vas discharged from IET batween 1
Ontober 1978 and 30 Nuovewber 1979, Of the 887 eligibles who enrolled in BSEP
I~ 11téracy‘ 261 (29.4%) attrited during JET, Of the remalning 3,255 |
eligibles who did not enroll in BSEP I, we find only a 19.3% attrition
raee.a Though no significance tests were reported, theve appears to be a
cousiderably greater training attrition vate avong BSEP trainees, n.finding
gontraty to expectation. Thus, BSEP, though it 48 shown to upgrade literacv

scores somewhat, does not seem to stem attrition, but rather accelerates

attrition. There could be a phencmenocn sieilar to that mentioued in Chapter

ZThis obgservation was overlooked in the TRADOC Evalustion, WSEP I, 1980, which

“dgnored the “control group” of RSEP eligibles who did not enroll. Imnstsad, it
~ wae concluded that “626 enlistees successfully completed initial entyy ’

training who pight have otharwise been discharged.”
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2, where it was found that many who failed the ASVAB were hesitant to go back
to the classroom for remediatifon. The classroom and academic study again loom
as aversive stimuli sufficient to increase attrition. However, this argument
would only logically apply to those who attrited during the special program.
For that attrition occurring during initial entry training, but after

completion of basic skills training, a different explanation is needed.

BSEP - ESL. The English as a Second Language component of BSEP I uses the
core curriculum of the Defense language Institute's American Language Course
(ALf). Speaking and listening skills are stressed, though each Army Training
Center supplements the hase curriculum with 1t§ own materials designed to aid
in BCT/AIT.

ESL is taréeted to those who score sufficiently low (<70) on the English
Comprehension Level Test (ECLT) to indicate likely difficulty in Baglish
language communication. It {8 given to all enlistees for whom English is a
second langauge.

The ECLT became mandatory in March 1979, and through November 1979 had
‘been administered to 6,478 recruits, Of these 6,478 recruits, 3,648 (567%)
scored below 70,

TRADOC tracking data were only availahle on 1,093 of the 3,648 scoring
below 70 due to training attrition and completion of training 2,555

individuals. These tracking data showed the followiug:

(a) 73.3% were high school graduates {including GED)
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[\%) ?;%“
> T
g T j ‘ _— {b) 65.0 were regular Army enlistees
A ‘
':;." L ‘ '5.7% were US Army Reserve
: % , 129,37 were ARNG
. ;l (c) 80,0% were insular Puerto Rican
e
%’,2‘ 15.3% were other Spanish
’ : 4.77 were “other"
a, {:s
- oo Fvaluation. Of the ahove 1,093 ESL elipibles, 534 (48.9%) were enrolled.
o ) '
L R in BSFP I = FSL. Their averape gain on the ECLT over the tull ESL program was
8
E g 12 points (TRANOC, 1980, p. vii). Due to a standard deviation of 27.4 on the
ll.. .' '
{ “ BCLT for non=native speakers, this amounts to an increase of almost lIz.a\
[:Q standard deviation. A receant study (Hahn, Krug, McLaughlin, Rue¢s-Eft, and
R }
; / ' Wise, 1982, p, 23) reported an average pain of 2.4 points per week for 2,RR1
;‘,*_ ”é soldiers enrolled in FSL at eleven Army posts. C(m:rol group pain=scores were
e o _-g- )
! ! not reported,
' . 1Y
. . Attrition, Wahn et al (1982 p, 23) reparted that atirition has heen
L g ;} shown to he greater for those with post=training FOLT scores helow 'sn, as
= o follows: | -
| i
¥ g FCLT - ~ Attritfon (1979-80)
X : : _
-
| Below 50 7,87 (nwo0R)
R 50 or above - 1.8% (n=939)
) ) |
)
: i The TRAMIC (1980, p. vii) data {adicste that of 534 RSL enrollees, only 49
34 (4.52) attrited durinz 1ET, Corresyonding losses amoux the 559 eligihles not
Ul : .
. A
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enrolled was 104 (18,67), Thus, there was an attrition outcome opposite to

‘that reported ahove for BRSFP T =« literacy. This reversal of program effects

on attrition is made more poignant in light of a summary of “"commander’s

. comments" ahout FSL eligihles such as suffering from culture shock, and

inability to follow directions and understand materials, and motivation. Ome
potential explanation of the opposite results from BRSEP I - literacy and RSFP
I - ESL is that the BSEP I ~ ESL population differs from the BSFP 1 - literacy
ropulation hy being less averse to the classroom.

nther potential explanations may include the soldier’s motivation in
joining the Army, expectations in the Army, different cultural bhackground,
etc. The data need to he hetter scrutinized hefore one can come to a

conclusion en the reason(s) for the differences hetween the two programs,

Bagie Skills Rducational Program (RSFP 1I). This recently {nitiated program

takes up wheve RSEP T leaves off, 1.e., at permanent Auty stations, 1t is
offered to enlisted personnel whose reading prade level is ahove five (AL

ahove 5), hut who have a feneral Test (GT) scove of 90 or helow, and one or

_more basic skills helow the Oth grade level. Also, veferrals can he self-

initfated, made by the commander, or on the hasis of a failing Skill
fualification Test (S0OT) score.

'BQEP 1Y concentrates on teaching reading and mathenatics skills needed to
achieve at least a 9th gprade jevel on Tests of Adult Basic Rducation (TABE),
and to apply these gkills in comprehending technical and field manuals and in
actual practice. Curriculum marerials ave provided by contracted educational
inatitutions at each of the 326 Army Rducation Centers Qorlduide. with

_conpiderable varistion tn structure and content (Sticht, 1982),




© Fvaluation, RSEP IT is currently in operatlon, No evaluations er . .

attrition data are availahle at the present time.
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Advanced Skiils Educational Program (ASFP). The purpose of this program is to ;?’”v |

serve the remedial and continuing education needs of non=commissioned

s

officers, F6 and ahove. Content arcas imclude personnel supervision And.human;*= -

ot Sy W o038

relations, hasic management, personnei management, military management, oral
and written communication skills, technical writing, public spzakirg,

vocational counseling, and other relevant topics, As witb’nsn? I and BSFP II,

g3

e

ASFP is offered hy aceredited sducational institutions under comtract with

3 gé

Army Education Centers (Sticht, 19R2),

Yvaluation. Apain, ASFP is operational, hut no evaluations or uttirition

data are forthcoming at this time,
Hayy

~ Three hasiz skille programs are presently bedng conducted hy the Havy,
Sticht (lﬂﬂi)rineludea a fourth program --the ﬁehavio?alASRiiia“?rgiﬂing_"ﬂit'fi
, (ﬁEST) » hut due to the taxonomy of this febnft. it 4 nréigrahieftn tréat;ilgﬂfiifﬂhs
Gﬂﬁﬁ? as 8 correctional retraining program. The Navy’s Aeaﬁemic'ﬁéﬁé&in!‘ " B
‘.TgAEning_(kRT) progran 18 conducted itrthﬁ'tﬁfea’aeﬁfuit Training Cengers57

S (RC), and e oimil#r.tpthelkrny's B$ﬁ?txrfaﬂé,an‘hir'?ovae p@égra&;éisaus§e§ ';

V beloé. ‘A'hasie’ékilla srogram conducted asaﬁgraaﬁgni:ﬁgtyAatatiane*zgnd

conparable £0'§he Army’s WSEP 1T, is‘;he'wupétiﬂnalrSki;;a~ffi&ﬁiﬂg'(FST)

 PrYORTEui . ,?hé third ﬂavy-pvﬁgram is Jabfﬂfieﬁ;ed-ﬁ£sic*ﬁ#iil;§(§03S)g;:aiain§, ;:";




Academic Remedistion Truining (ART). -This program has been of fered at- the

 :Great Lakes, San Diego, and Orlando RTCs since 1967, - It was standardized 1n5554€f{ ;
1978 to‘includé functional hasic skills training in decoding, vocabulary, - e
cemprehension, veading rate, and study skiils (L@teraqy Ski1l Curricuium for . -?
Academic Remedial Training, CNTT=A207, 1379}, Aﬂditiongl curricula including
verbal and mathematical skills have been undergoiug.fiéld tests at the nrlandpA;
RTC (Rowman & Kerr, 1981). |

The program is designed to aid those enlisted personnel who may have .
>difficu1ty succeeding in recruit training by virtue of a lower level of |
reading comprehension. Approximately 4,000 students attended ART in 1981.,and'§
an estimated 5,000 will be enrolled in 1982,

Admisslon to ART is determined primarily on the hasis of RGL score on the
Gates=Macfinictie Readine Test, which is adminiatered to all new recruits. |
Those recrnits who score helow the sixth RAL are retested on a parallel form
of the Gates~Macfinitie. All of those who score hetween the 4th and Ath ®GJ,
are automatically assigned to the ART program. Those who retest helow thé'%rdji
RAL are usually recommended for discharge, Also admitted to the program are; %
those who experience academic diffiéul%ies in the Recruit Training Centers
(RTC) even though they meet the 6th RGL criterion hased on entry testing.

| All candidates for ART are #lso administered the Stanford Diagnostic Teqt
to assess more precisely the nature of their defictlency. Recruits are then
assigned to specific modules vhere weaknesscs are revealed,

turriculum, The ART curricuium provides four to six weeks of reading and
atudy okeils trainiug to recruits vho are identified as needinxfraaedial

" instruction (see above). ‘The curriculum consists of five learaing modules:
decoding, vocahulary, comprehension, reading rate, and study skilla, as

mantisned ahove,
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The first of these, decoding, is generally comprised of activities that .
teach recognition and discrimination of phonetics sounds such as consonants,
vowels, dipthougs, and blends, Identifying compound words, prefixes;
suffixes, syllabication, and other activities are included as well, The
objective of this module is to enable the recruit to pronounce most new or
unknown words.,

Voczbulary is the second module of the curriculwuin ind concentrates upon
word meaning within the context of short phrases or sentences. Activities
i{nclude study of words with more than one meaning, the use of context to
determine meaning, study of word roots, and Navye-relevant terms taught in the
academic component of recruit training.

Comprehension is the third module and 1s comnrised of hoth literal and
inferential comnrehension. Literal comprehension 18 concerned with correctly

interpreting what is stated explfcitly, It is necessary for locating specific

information, and as a basis for inferential comprehension, The 1latter tvpe of

comprehension teaches the drawing of conclusions, and the making of inferences

and generalizations from other statements,

Reading rate, the fourth module, 48 not only concerned with hcw fast one
reads. Just as important is the understanding of what is read. Recruits
receive {nstruction and are drilled to the point that they can read and
understand rapidly enough to complete academic exsminations 4n recruit
trainine, |

The f1fth area of the curriculum {s use of stuly skills, particularly
with repard to military manuals., Techniques of note-taking, locating
fnformation, and studying for examinations are stressed (Literacy Skills

Curriculum for Academic Remedial Training, CNTT-AIN7, 1979),
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Evaluation. According to Wisher (1980), the average pretest-posttest
improvement of ART students on the Gateé-ﬁaccinitie Reading Test was 2,5
RGL. No comparison control group change scores were reported.

Attrition. According to a Navy Technical Training Fact Sheet (January
1981), of the 2,468 recruits assigned to ART during FY 79, 2,187 completed
both ART and recruit training. This results in an attrition rate of 11.4XZ,
However, the Navy-wide recruit training attrition rate, as reported by Sticht
(1980) was 10.7%. Thus, there was a slightly greater training attrition rate
for those who participated in ART (though no statistical significance tests
are available), a finding in the same direction as discussed above for BSEP I
- literacy. For FY 80, of 3,868 recruits assigned to ART, 3,278 completed ART
and recruit training for an attrition rate of 15.223 A study of the long term
effects (post=RTC) of ART has begun under the auspices of the Chief of Navy

Technical Training.

Functional Skills Training (FST), This program is primerily designed for

basic skills remediation at permanent duty stations, though it may also be
offered to personnel awaiting “A" school (technical training) who score below
12.9 RGL. It is the Navy counterpart to the Army's BSEP II. The orogram
covers such topics as reading, mathematice, spelling, Eaglish grammar, and
science. It is offeved through contracts with local educational institutions,
which provide 45 hours (semester lemgth) of instruction in the ahove topics.
Parollments for FY Rl were approximately 22,000 with projections of 30,000 by
FY 86, |

Ihe 23 January 198! Navy Technical Training Fact Sheet mistakenly reports an
attrition rate of 8.8% hased on these numbers.
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Fvaluation, Sticht (1982), has reported an improvement of ahout two RGL
by 88Z of FST students. Ye also indicates a significantly reduced attrition
rate for those who take the program while awaiting "A" school. However, no

statistics could be found to substantiate the reports.

Job=0riented Rasic Skills (JOBS). Unlike the other Services, not all Navy

enlistees who successfully complete Boot Camp pass on automatically into Class
"A" schools. Ahout one-third of those who complete Boot Camp score helow the
minimum “A" school aualifying score on the ASVAB, and thus normally proceed to
Apprenticeship Training as General Detail (GENDET) personnel. It is these
individuals for which JORS {s primarily desigqed.

Curriculum, JORS differs from A®T in that it is not designed
specifically to upgrade functional literacy, but rather to improve one’s
vrerequisite skills and knawledges" needed for success in “A" schools., These
skills and knowledpes fall into four basic training catepories (strands):

Propulsion Engineering, Operations, Administrative/Clerical, and

Flectricity/Flectronics. Additional strands such as Ship Maintenance,

Ordnance, Navigation, and Airframe Mechanic are heing ohased in (Rarding,
Mogford, Melching & Showel, 1081),

JOBS hepan as a Research and Nevelopment project in July 1979, and hecame
an inatitutionalized Navy program in October 19R0. A total of 2,R95 students
veave selected for the program in FY Rl, a number expected to reach 4,400 hy FY
86, Candidates for JORS are primarily selected on the hasis of AVOT 37 or
less, and an ASVAR componite score taflored to the specific strand. VFnr
example, the ASVAR composite for Propulsion Fngineering fuvolved Mathematical

Knowledge plus Automotive Informatdon,
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The three basic ways of heing selected for the program are the (a) Nirect

Input Path, (h) Fleet Preselection Path, and (c) Fleet Recommended Path, The

~r

Direct Input approach allows individuals to report directly to the appropriate

JOBS school after completion of the Recruit Classification Process. 1In the

2 a5 20 a.aaa g

A

Fleet Preselected Path, the individual goes directly to the fleet via Ap=-

e
0% 1

prenticeship Training for 6 to 18 months hefore being reassigned to JOBS. The

~».ﬂ’

Lo

Pleet Recommended Path enahbles a ship’s commanding of ficer to recommend fleet

s i : X

personnel for JOBS training. All three approaches are for GENDETS who show

»

motivation and potential for good performsnce. It is haoped that this program
will reduce attrition amnong these individuals (JORS Progpram Plan, 198N),

Fvaluation. A formal orogram evaluation has heen conducted hvy Raker and

Pl
)

Wuff (1981). These authors fdentified 2,212 individuals who volunteered for
JORS out the the total of 4,520 INBS=eligihble candidates (hetween Mav 1077 and
April 19R1), The 2,712 volunteers were then randomly assigned te two groups;
the direct~track group, and the delayed=track group. The diract=track group
(n=h41) were sent to the JNBS school immediately follawing Root Camp. ‘The

delayedwtrack group (uwl,5A9) gpent 5 to R months in the fleet prior to

.
Y

assignment to JO8S, Three additional comparison groups were (a) 2,308 JORSw

W

elipible recruits (fleet control groups) who turned the program down, (b) 714

of S
»a

W
| A

directetrack “A" school eligibles, and (¢) 260 delayed=track A" school

;e

”';’f‘i‘f& #
o lvontrivie

eligibles,
fine curdous finding was that A% of the JORS students had high rchool

diplomas, as compared to 677 for “A" school students. This finding {s partly

i -‘,{

explained hy the fact that a high school diploma is not required for “A"

P
DT
P )

&

schiool admission provided a sufficfently high ASVAR score is attained. As

A

‘ v
o PERE

would he expected, the A" school groups scored 2R pointe higher on the AWYT

-

K@

than the JORS gproups. Another demographic finding of interest was that over
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half of the JOBS students were minorities, as compared to less than 207 for
“A" school groups. Another basic finding was a highly significant gain in
skills and knowledge in the Strand areas among JOBS graduates,

Attrition. As of 30 September 198N, discharge data were available for
487 (312) of the JNBS delayed=track group and 2,301 (98%) of the fleet control
group. There was found to he a 302 premature discharge rate among delaved-
track JORS elipibles, as compared to only 13% in the fleet control group.
Raker and Ruff suggest as a nossible explanation, that the delayed=track
group, which displaved high enough motivation to volunteer for JOBS, may have
heen less tolerant of doing GENPRT work, This group was also promised
training that they had to wait several months to receive.

0f R73 of the original 2,212 JORS volunteers (since July 1072), R3} (957)
praduated and only SX attrited, Three fourths of these attrited for
nonacademic reasons. Six hundred fifty=five of these JORS praduates
subsequently enrolled in "A" schools, with 492 graduating and 163 (25%)
attriting. Of the direct and delayed track “A" schanl eligible comparison

groups, R7% graduated from “A" schools, and 137 attrited, Thus, even with
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JORS training, the JORS group later attrited from YA" schools at almost double

“. g el
e,

S

the rate of the non=JNRS trained, “A" school eligihles,
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Alr Force,

Like the Armyv and Navy, the Alr Force conducts three hasic types of post-
enlistment hagic akills propraws, These programs ave offeved during Rasfc

Military Training (RMT), during technical ekills trainiag, and duriug tours at

permanent duty stations.
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BMT Literacy Programs. There are two types of literacy programs conducted hy
the Air Force during BMT:; Remedial Reading and Corrective Reading. These
programs are generally comparable to the Army’s BSEP I - literacy, and the
Navy’s ART in that these programs are offered during basic training.

The Remedial Reading and the Corrective Reading programs differ by (1)
the target population and (2) times of instruction. Remedial reading is for
those who score helow a 5.9 RGL as measured by the Test of Adult Basic
Fducation (TARF), a test administered to all incoming enlisted personnel. The
program 15 conducted prior to entry into RMT and during duty hours. The
curriculum is focused on general literacy rather than functional literacy and
i{s self=-paced. fn the average, an enlistee sngnds eight training days in the
program, Nuring FY R0, only 6% recruits were enrolled i{n this progran
(Sticht, 19R2),

The Cnrrective Reading Program is designed for recruita scoring hetween
6.0 and 7.9 in RGL ap measured hy the TARWF, It is an additional duty
assignment conducted for two hours at the end of the training day, so as to
not interrupt the normal training routine. This program has proven a good
deal more popular than the Remedial Reading Program, with 1,000 enrollees in
F¢ 80 (Sticht, 1982). |

Fvalvation., No evaluations of this progrem are available at this time,

Ansic Skille Proprams in Technical Training., This program {s similar to the

“Army’s RSEP TY, aud the Nayv’s JORS, Tt 1s degigned for thoge individuals who

have completed RMT, hut who read helow 9.0 RCL, Approximately !/1 of Ar

v
£ >
-
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Yorce enliasted personnel fall into this catepory. These programs are offeved

3 ,‘I.‘.’ ¥
by

P’

at Alr Force technical training schools. They have three hasic functions:

{a) to provide for constructive utilization of delay time while auaiting entry
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into technical schools, (h) to provide requisite literacy skills needed to
compete satisfactorily in technical schools, and (c) to provide upgrading of
basic skills for permanent duty personnel stationed at technical training

schools (Sticht, 1982),

Fvaluation. No evaluations of this program have heen conducted.

Individual Nevelopment and Rducational Advancement Propram {IDEA). This is a

bharic skills propram offered at the permanent dutv station after completion of
R¥T and technical training. Tt can he thought of as a general counterpart to
the Armv’s ASFP, and the Wavy’s FST, in that hoth of those programs are also
designed for permanent duty station enlisted pgrsonnel. INEA 18 open to all
enlisted personnel who may he experiencing difficulties with hasic skills, Tt

is offered at Jocal civilian educational institutions under contract to the

hace’s Fducational Service Center.

4

2
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Fvaluation. Enrollment in INDEA has increased from 12,500 in FY 79 to
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17,000 in FY 8l. However, the Alr Force probahly remains the most ambivalent

o

of the nilitary sevvices toward bhasic skills education. This is doubtless
larpely a function of their traditionally enjoying ghg highest basic skills

selection standarde among the Services, thus standing to he in less need of |
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such programs, The Adr Force has tended, rather, to view hasic skills

education ae something of'a luxury item to he {ndulged in particelarly during

I
A

long waiting periods hetween WMT and technical tratning. That §s, it nroviden

. & coustructive means of spanding otherwige idle time (Sticht, 19R2),
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The Marine Corps offers the least by way of basic skills proprams of all
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the Services. There are no such programs in place in either recruit training
or job technical skills training, The Marine Corps, however, does offer a

BSEP=type training program at 14 locations for permanent duty station

At .
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personnel, These programs include ®nglish grammar, spelling, mathematics,

reading, and Fnglish=as-a=Second Language. It is offered to those who score

e !

below about the 8th or 9th RGL, or are otherwise judged deficient on the job

due to basic skills problems (Sticht, 1982),

Evaluation. Yo evaluations of this program are availahble presently.

NDiscussion,

With regard to adult basic skiils programs in general, the paramaunt issue
arises as to the feasibility of attempting te overcome vears of acadenic
deficiency with short, intensive remedial programs. According to Stieht,
optimism on this issue is supported by the assumption that adults have a
higher “reading votential" than school children vho score at the same RGL on
standardized tests, This optimism is based partly on the fact that the zdults
have higher oral language skills, and world experience. Further supportive
evidence is derived from the fact that concentrated progrant have consintently '
yielded a 1 or 2 year gain in RGL among marpinal literacy adults, Such a pain
normallv takes children I or 2 vears.

Rovaver, the reading tests vielding the incrcased WAL scores cannat ke

assumed to be equally valid for literacy deficiant adults as they are for the

e

children for wvhom the tests were designed. That is, compiradility in RGL

e T

score does not necessarily translate into comparable general literacy skill,

oL

Sticht (19R2) has conducted three studies which bhear out this conclusion. In -
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his studies, adults who scored at the 5th RGL on a standardized test normed
for children performed less well in the processing of oral and written
language than typical 5th grade children.

The question arises, therefore, as to what in fact is being reflected by
increases in RGL by marginally literate adults. One problem in interpreting
the data is that control groups have been virtually non~existent in |
evaluations of general literacy training programs in the mititary., Thus,
there 15 no method to causally associate RAL eains with the individual bhasic
skills programs. In addition, since only thase who score well helow the mean
on the literacy tests are eligible for hasic shills orograms, statistical
repression toward the mean looms as a strong possihility in accounting for
Rain scores registered on post=tests.

Another methodological flaw to he comsideved is the fact that the
standardized test of literacy used as the pretest is sometimes different from
the test used after the program is completed. Thus, interpretation of gain
scores may he hased on nﬁn-comparahle pre= and post-tests, further
complicating the determination of vrogram effectivenass,

Where the sane pre~ and post-tests ave used, theve is the possibility
that repcated measuvements could introduce learning set, or practice effects,
which might serve to ewhance nos:~teét scores, Fnligtees wav rememher what
the vipght ansuwer or correct configuration is, and vespond accordingly, This
may {ncrease post=test scores, but not necessarilv indicate a veal increase in
RCL. :

RAL gain scorem may also perhaps he attrilutable to something akin to the

“Hawthorne effect.” 1In this clardtic studv at the Chicago Weatern Rlectric

Plant (Roethlisherger & Dickson, 1939), 1n ordev to increase productivitv,

certain changes in vorking conditions were inntituted. Increascd worker




| f - ﬁrOductiVitV'r@suited; fnnwgvér. ié wag not specific intervention-that
-1ncre§sed,praduc£§vity‘ rather ény ghange._anv attention pqid the workers that
increased ﬁroductivitv5 |
) Iﬁ all the ghove cases, trainec: may emerge from general literacy skills

;programé with‘§55251 reading literacy levels not appreciably greater than
hefore the program. It would be matural to assume that due to improved PCL

. scores, these {ndividuals wonld now he adequately prepared to cope with
academic materials in training, whereas, thev are just ahout as i{l1l-prepared
as ever. The heightened expectations on the nart of the trainee, as well as
the cadre might have a deleterious effect on completing training. 1In
addition, discouragement could set in due to confusion abhout what is wrang,
The marginally literate non-participant, on the other hand, has no such false
expectations. In fact, better realizing his deficiencies might increase his
motivational level.

It would appear that doing a quick=fix on general literacy skills through
a concentrated, hrief hasic skills program may be too much to hope for., The
same pessimistic outlook mav not apply, however, in the area of job=related or
functional literacy training. In a studv hy Sticht-(January 1982), mareginally
literate adults made twice the pain in joh=related reading than i{n general
readine. He therefore recommends more direct nractice with functional
materfals rather than academic materials, particularlv vhen trainine ia
focused on the functional, joh=related material anywav,

Currently, slthough the hulk of data would support the contention that
skills training reduces attrition, there are some contradictary results for
whirh we have no final explanations, 1In order to determine the effects of
hasic skills training on attrition, we really need comprehensive controlled
asets of evalautions. jhese formal evaluations of these programs would control
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for test learning, Hawthorne effects, statistical regressions.;owaz_rd the mean,
maturation (Campbell and Stanley, 1963), experimenter bias, etc. The results .

of these evaluations may lead to hetter, more tailored programs which ;lh_czjjgasg s

functional literacy, decrease attrition and increase performance on tests and -

in job-related situstions,
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Chapter 6
:Cergctional“Retrgiping

First-term enlisted attrition due tq;”adverse actions“ is of great concern
B >" .to fhe Army."Aﬂverse action has heen defined és that attrition implemented
| ~via ﬁhe Trainee Discharge Prosram (TDP), the Expeditious Discharge Program
(EDP), misconduct,’unsuitability,'diacharge‘in lieu of court-martial, and
T'punitive discharges resuiting from courts-martial (Fox, 1979, p. R). Adverse
action attrition is costly both monetarily, due to recruiting training and
outorocessing and organizationally, due to personnel turbulence and loss of
readiness.

In the Army over three-fourths of the total first-term malé enlisted
attrition for the FY 78 counort was classified as resulting from adverse
action. Twenty-two percent of first term enlisted Army males were discharged
through the TDP~-prior to the completion of 180 days of service - a rough
equivalent time for Basic Combat Training and Advanced Individual Training.*
Approximately 33% were eliminated by use of the EDP, that is, after 180 days
of service. Thus, over half of the total Army male adverse geparations from
the 1978 cohort utilized administrative discharge procedures of the TDP and
EDP. The remainder of these adverse discharges were implemented through the
various Chapters of Army Regulation 635-200 concerning enlisted personnei
separations. A total of 192 of adverse discharges received a Chapter 10
discharge (resignation for the good of the Service); 9% received Chapter 9
(drug abuse); 8% Chapter 14 (miscounduct); and 8% Chapter 13 {unsuitability).

*A gmall number of high skilled MOS require more/longer advanced
individual training time.
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The Defense Audit Service recently conducted a review primarily focused  jﬂ*ﬂ:“~f\

upon the Service’s policies and procedures pertainiig to personnel whose

' performance and conduct was substandard-~a group primarily made up of firat=
termers with adverse discharges. According to this report, during ¥ 80 the
Services separated approximately 63,000 personnel prior to Expiratfion of Term
of Service (ETS) for unsuitability, misconduct, and poor performance. It waz |
estimated that about 48,000 of those "substandard" personnal who were
separated in FY 80 might have been rehabilitated through retraining (Defense
Audit Service, 1981). The Services each hzve retraining prograns designed tb
rehabilitate substandard parsounel and return them to duty. The Army

presently provides comprehensive, centralized Service-wide retraining

programs, but only for light court-martial offenders, not for all categories
of adverse action.

The purpose of this chapter is to examine several military vetraining
prograns designed to rehabilitate problem goldiers and substandard
performers. These are basically interventions which perhaps represent the

closeat device the US military presently employs toward the establishment of

counter attrition progrsms, per se,
Three subcategories of retraining programs will be discussed:

differentiated on the btasis of the sevarity of offense. These programs are

&
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(a) prisoner retraining, (b) nonjudicial punishment (NJP) retraining, and (c)

..'f‘ o
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marginal performer retraining.
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Since the inception of the All Volunteer Force (AVF), the Army has been

forced to rely upon a force with a relativaly high percentage of “msrginal®
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© goldiers to msintain Army strength requirements.* As a result, the Army has

developed the most elabovate system of correctional retraining among the
Services. °The primary activities in the Army Correctional System (designed
for priesvter retraining) are the US Disciplinary Barrack (USDB) at Pt.
Leavenworth, Kansas, and the US Army Retzaining Brigade (USARB), at Ft. Riley,
Ransas, The Army non~judicial punishment programs are conducted at
Correctional Custody Facilities located at most major installations. One of
these, renamed the Intensive Training Unit st Ft. Carson, Colorado, will be
singled out for special attention due to its retrvaining orientation. A unique
marginal performer retraining program called the Individual Effectiveness

Course at Ft. Riley, KS, will be the last program described.

Prisoner Retraining Programs, These programs are designed for punishment and

rehabilitation of enlisted courts-msrtial offenders. The convicts are either
sent to the US Disciplinary Barracks (USDB) at Ft. Leavenworth, XS, or the US
Army Retraining Brigade (USARB) based on the length of their sentences. The
USDB accepts convicts with sentences in excess of six monthas, whereas USARB
takes all offenders with sentences of six months and less.

US Disciplinary Barracks (USDB). The USDB is the maximun security
confinement facility for the Army, Air Force, and Marine Corps The Navy
maintains a separate maximum security facility in Norfolk, Virginia. The USDB
prisoner population is made up predominantly of Army personnel, since the Air
Yorce and the Marine Corps have far fewer courts-martial cases.

*Marginality is reflected in high nuambers of high school dropouts and
borderline uental test scores.
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The program provides custodial supervision - with some correctional and
vocational/academic training. Such education and training is designed to aid
, the priscners toward reentry into civilian life after serving out their
sentences. Since the focus of this discussion is upon correctional retraining
prograas designed to rehabilitate problem personnel for return to active duty,
_attention will be turned to USARB and other programs with this mission.

US_Army Retraining Brigade (USARB). This program is an Army Forces

Command (FORSCOM) field operating activity under the operational control of
the Commander, 1st Infantry Division, Ft. Riley, Kansas. Physically, USARB
occupies Cemp Funston at Ft. Riley, a relatively isolated location on post.
Camp Funston is equipped with World War II open bay barracks, an obstacle

course, clasercoms, counseling areas, parade fields, and anenities like a
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gymnasium, theater, bowling alley, athletic fields, tennis equrtl. svinming
pool, and club. All necessary staff functions and support services are
available to make USARB a self-gufficient cperation, including a Research and
Evaluation Division.

The mission of USARB is to provide specialized training, professional
evaluation, and counseling in order to (a) return soldiers to duty with
inproved attitudes and behavior, and (b) to eliminate from the Army those who
fail the prograw. Prerequisite for entry into the program are courts-martial
of six wonths or lass with no approved punitive discharge. All Army enlisted
parsonnel in this category are automatically sent to USARB (USARB Annual
Report, 1980).

A "typical" USARB prisoner might be characterized as follows: 2] years
of age, a non-high school graduate, average General Test (GT) score, dlack,
single, protestent, Comubat Aras MOS, repeated AWOL violator, and baving deen
stationed i{n Gerwany (USARB Annual Report, 1980).
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During in-processing, the new trainees are assessed snd asaigned a
prognosis of future performance based on bio-data obtained from the Enlisted
Master FPile. Each trainee receives a "probability of success" score which

becomes a factor in helping determine whether or not he will be returned to a

unit upon graduation. OGradustes with very low probabilities sre given Chapter

5 (for the good of the Service) discharges (Chief of Research and Evaluation,
personal communication).

The USARB Program of Instruction (POI) (see Table 1) £s specifically
designed to exert sustained physical and mental stress within & epartan

nilitary enviromment. Physical stress results froa extensive PT._obstacle

courses, confidence courses, snd running., Mental stress is generated from

continued observation, daily evaluations of progress, and high performance

standards by cadre and peers.

Table 1

USARB Program of Instruction

Training
Annex Hours

Coping 4in a Military Setting (A) 145

Developing Appropriate Personal Behavior (B) 106

Militsry Duty and Performance Skills (C) L2

Interpersonal Skilis and Self Avareness (D) N
learning Skills (E) 45
Information (F) 9
Adwinistration (G) 22
382
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Annex A through E provide instruction/rehabilitation for the soldier.
Annex ¥ and G are administrative and orientationsl in nature. A description
of each of the 5 instructional annexes will be provided below.

As shown in Table 1, the largest single element of the POI 48 Coping in a
Military Setting (Annex A). This conponént is made up almost entirely by

physical activities. Its stated purpose is to:

"Provide the soldier with the means to grow in self-confidence through
the physical development of his dody, to achieve increments of success
by overcoming obstacles and through the saccomplishment of specified
physical goals, and to develop greater self-awareness."” (POI, USARB,

1981),

The largest and moet important of the Anne;es shown in Table 1 to be
discussed in turn are Annexes A, B, D, & E. The most time consuming portion
of Antex A is made up of field training exercises. The second largest
component i{s physical fitness training (PT) primarily calisthentics and
running. Appendix B contains a detailed description of the contents of each

Annex,
The second largest segaent of the POI 1s Developing Appropriate Personal

Behavior. The purpose of this Aunex B {s to:

YProvide the soldier with {Information relevant to the nature, causes,
and manifestation of human behavior with a view toward encouraging
insight into personal bahavior, to provide an atmosphers in which the
soldier can express and experiment with new idess snd to foster werking

relationships." (POXI, USARB, 1981).

, \ The largest and perhaps most significant component of thia Annex is
;A
f.;u individual counseling/interviews. In these sessions, the trainee receives
\
N feedback from the cadre about himself, reasons for hic assignment to USARB,
jfk problem aress to ba worked on, goalwsetting, and weskly prograss.
My
N
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“rainees also receive instruction from ex-coavicts who provide the most
credible sources of information about the unpleasant realities of lengthy
incarceration,

Athletic competition is also included in this Annex because {t is
considered to have remedial value in terms of developing self«confidence,
self=-control, physical conditioning and stamina, utilizing time
constructively, and in providing alternatives to aisbehavior.

Another significant segment of the POI {s Annex D (Interpersonal Skills

" and Self-Awareness). The stated purpose of this Anmex is to:

"Provide the gsoldier with instruction in ethical, woral, and bdehavioral
matters which will assiat the individual in time of personsl crieis, in
the establishment of positive interpersonsl relaticnships, and in
expreasing and insuring that he is being understood and accepted by
others." (POI » USARB, 1981).

The two important segmenta of this Annex are Human Coumunications and
Small Group Counseling. Ruman Communications ie desigued to teach the
trainees improved methods of coamunication, and to impress upon them what they
are actually conveying to others by verbal and nonverbil means. ‘Thus, they
uay develop greater iansight about how they are being parceived by others.

Sacll Group Counseling verves as another socializing technique designed

to:

", eoduprove social skille, present alternativas to wishehavior,
prasent constructive ways to use time, demonstrate the advantages
and disadvantages to independence and interdepsndence, present
succaasful uodals of behevicr, allow individusls (cedre and
trainses) to share axpariences...presamt prodblem solving
procedures, and stimulate pesr interrvelationships, insight, and
teamvork.” (POX, USARB, 1981).
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One last important segment of the POI is Annex E - Learning Skills. This

usually takes the form of correctirg academic deficiencies and/or improvisg
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the soldier’s basic literacy skills, and ultimately to earn a GED.

Evaluation.

p

¥ 3n oo e
]
"t Wl

o £

0f the 3,572 prisoners who were processed by USARB in FY 81, 63%
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graduated from the Program, with 592 being reassigned to duty.

In addition to simply evaluating graduation rates, reassigned USARB

s

5

PO
1

graduates are longitudinally tracked. Commanders are asked to evaluate USARB

i‘i\?h

graduates on a apecla) Enlisted Evaluation Report (EER) 60 days after entry
into thefr new duty assignments. Of 518 such evaluations returned to USARB
during FY 81, over 70Z received favorable ratings in terms of da;irability to
their units, and reenlistment potential (USARB Aunual Report, 1981).

Nonjudicisl Punishment Retraining Programs. Ronjudicial Puaishaeat (NJP)

refears to punitive action short of a court=sartial, usually in the form of an
Article !5, 1In order to provide corrective direction to sosme tacipients of
NP, all military service commands oparata Corractional Custody Fecilities
(CCF) at most installations under the provisions of Article 15, Uniform Code
of Nilitary Justice. The uission of the CCF is to (a) waintain close
supavvision of corrsctess, and (b) provide for additionsl duties and
correctional trestwant end veferral services without confinesent or courts~
wmartial. Corractees must have received a Pield Grade Article 15 for referral
to a CCr.

According to AR 190-34, an i{mportant odjective of the CCF for the US Army
is ¢0 provids commanders & weans to “iwprove counduct and attitudes which are
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ot hardened and vhich may be modified by intensive effort over a relatively
short period of time," and also to “waintain a positive rehabilitative
treatment program.”

However, most Army CCFs remain in the traditional mold as work-detail and
custodially oriented (Baker, personal communication, Summer, 1981). What
retraining occurs is ususlly in the form of punishment, such as extra PT and
marching. Moat of the duty hours are spent on loan to other post facilities
as work datails, such as maintenance, XP, janitorisl, yard-worker, and the
like.

Though the traditional CCF approach is uot without its advocates and
potential benefits, more CCFs have been axpreasing interest in a correctional
retraining orientation (0ddy, personal coumunication). Oune innovative Army
CCF 1in particular, the Intensified Training Unit at ¥t. Cerson, CO, has |
adopted a full-fledged retraining curriculum, snd has deen sexrving as a model
for other CCFs to emulate. '

Intensified Training Unit (YTU). Tha ITU is unique to the Ary at the

Y

present time in that it 4o the best developsd CCF with a POX Jdedicated to

correactional rttri&ning. The primary wodel for the development of this 30 day
POY was USARS and aleo the Individual Effectivensss Course (IEC) discussed
balow. The ITU repressnts an effort by the ¥e. Carson, Colorado Law
Kaforcemeot Command to up;nder ite correctionsl system by sdopting s
vemedistion program. The LTV differs from USARD in that it does not deal with
court-marcial casss. :

Liks otoer CCFs,a Yield Crade Article 15 is a necessary But not
sufficient condition for entry into the CCP. Yo othar words, all CCF
correctess have a Field Grade Article 15, but {s not wandatory for all
soldiers with an Article 15, |
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Evaluation.

According to a 1980 Managenent Review (R80=6), an average of 330
correctees are processed through the ITU annuslly. Por FY 79, of 26C
graduates of the ITU who couvld be longitudinally tracked, 198 (76%) were
considered rehabilitated by ITU cadre. The remaining 62 (24X%) either
subsequently conmitted other offenses resulting in separation, or were in an
AWOL/deserter status.

For purposes of a cost benefits analysis, the above repert (R80=6)
assuned a comparable 762 rehabilitation rate Tor those individuals who could
not be tracked, bringing the success total to 251. It was then estimated that
the total cost of tratning one Infantry soldisr wac §$17,832 (including
recruituent, BCT and AIT, wedicsl costs, uniforus, and miscellsnecus coots).
This figure uas then uultiplied by 1.4 based on an estimated rsguireaent of
1.4 recruitments to raplace one loss {bassd on applicant failure to pass

entrance requirsmants and potentisl replacament attrition). This bringe the

| totsl cost per Infantry soldier to 524,964, sdjusted to 823,000 for purposes -

of a conservative snslyais. it wus slso dsterwined that the total cpsrating
cost of the ITU par yesr was $260,000, By wultiplylng the above estimsted 251
successes by $23,000 (total cost per soldler), @ cost saviogs of $5,773,000 is
produced. Subtracting the $260,000 cost of opersting the ITU, it wee
concluded that tha total savings to the Army annuslly 4 $5,513,000. ©OFf
courss, this analysis makes the assuspticn that all of the 251 successes would

have failed were it no for their ITU experience.

Narginal Pevformance Retraining Programs. YThese programs are desigued for

what way be tetwed "marginal perforusra™~—thoss who have recedved vaither a
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court-uartial nor a Field Grade Article 15. Thus, they are not eligible for
the more institutionalized correctional programs such as USARB or the
Correctional Custody Facilities (CCFs). These marginsl performance retraining
prograns are focused on soldiers who are regarded by their superiors as headed
for trouble. The two programe detailed in this section are the Individual
Effectiveness Course (IEC) and the Military Adjustaent Units (MAU).

The Individual Effectivencss Course (IEC)., The IEC became operational at

Pt. Riley in 1977. The key to this marginal soldier program is that judicial
or nonjudicisl punishment is not prerequisite for corrective sction

referral, This prograam is for individuals who appear to bde destined for
difficulty, but who are also ragarded as having the potential to be productive
soldiers. These individuals can receive coruetive actiocn before serious

trouble develops.
The IEC is co-located with USARB (see above) at Ft. Riley, and has a
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virtuslly ideuntical currfculum. It is slightly ehorter~6 instead of 8
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, accomodete as wany as 50 soldiers pey class. This $e vot a confiasment

facility, but enrcllees sre not at liderty to lsave the Program until
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graduation or termination. Soldiers are referved to tho IEC by unit comsander

sud are made svave that if they walk amay, wore dive coussquences (i.e., a ‘

less than honorsbdle discharge, wore ssvers coxrective action, atc.) will -
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During ¥Y 81, 218 enlisted personnsl from Ft. Riley wete enrolled in the
1XC. A total of 99 (45.4Y) gredusted from the Program and returned to Ft.
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Riley Units with recommendations for further service (USARB Annual Report,
1981).

W In a 1977 evaluation of the IEC, unit commanders indicated probable
actions against 197 soldiers if they had not been admitted to the IEC.
Predicted actions were 33T EDP, 32X unsuitability discharges, 272 transfers
and administrative separations, and 8% Article 15. Some punitive action was
expected against all of the soldiers if they had not been admitted to the IRC
; mostly adverse discharges. Of the 197 soidiers, 54% completed the program
and retucned to duty. Of the remaining 46%, 40X were recommended for
administrative separation, and 6% were lost through AWOL and medical
problens. A 2 month follow-up showed that nearly half of the IEC graduates
uvere rated as promotable immediately or promotable ahead of their peers
(Individua) Effactivensss Course Test 1, 1978).

According to an evaluation by the Arwy Audit Agency (SW 81-1), the IEC
was cousidered to have made & major contribution to reducing attrition 4n the
1ot Infantry Division. Siuce the IZC began, the annual attrition vate at Ft.
Riley has declined from 6i.1 per thousand, to 35.6 per thousand. aetaiin are
provided in Teble 2 below. |

Table 2
_ Yort Riley Attrition
Prior to Course . Since Course Bepan
Targst ' Nuaber ' ‘ Number
Discharge Avarage - per 1,000 Average per 1,000
Catagories Aterdeion Enliated Attrition} Enlisted -
Expaditious 418 9.3 245 16.4
Chapter 10 173 12,1 121 8.}
Weaconduct 176 12,3 129 8.9
Uasuitadle 120 8.4 "] 2.5
Yotals as? , 62.1 533 35.6

- Ypatiects attrition of Individua) Effectivencss Tourse graduates who did mot
completa term of satvice. (Army Audit Report: 81-1, 1981),
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The report goes on to assert that the IEC could be utilized economically

throughout the Army te reduce attrition. If extended and exported Army=-wide,

the IEC could help retain an additional 4,335 enlisted personnel with a

savings of $15 million annually.
The report points out other potentisl benefits of the IEC in addition to

iaproved soldier performance by trainees and graduates. One of these bdenefits

is increased leadership experience for the teaching cadre. It {s stated that

Ft. Riley cadre selected for the IEC have enhanced their leadership skills.

Another benefit is improved implementation of the EDP. That is, at Ft, Riley,

soldiers must enroll in the IEC before they can be separated through the
EDP. This requirement has reduced EDP separations at Ft. Riley by 44%.
Although it would appear on the surface that exporting the IEC Program to

other installations would be advantageous to the total Army, there are unique

characteristice of the program and location to belie this. The Human

Resources Development Directorate (RRDD) of the Office of the Deputy Chief of
Staff for Personnel (ODCSPER) concluded that estabiiehing the course at other

inetallations would not yield the results obtained at Pt. Riley:

As currently operated, the course provides sn opportunity to
reagsign marginal soldiers to e concentrated training program
oparated by skilled cadre in a carefully controlled environment.
Barring the frequently cited problem of too few midlevel non-
commiseioned officers, who would de regquired to run the course,
resulting in further mission degradation, it is unlikely that
other Army {nstallations could achieve the same success Fort Riley
has achieved because of its proximity to the Brigade.

The proper approach to solving the marginal soldier problem ldes
in improved develpment and performance of Army leaders at all
levels. To achieve combat succese, the cosmander must take charge
of his troops and fnatill) 4n them the desire to willingly perform
a8 a unit on the bdattlefield. Troops who see leaders pass
problems and responsibilities to sthers cannot be expected to
develop the mutual trust and confidence vital to coubat success.
Forming another "special" program would do wore harm than help.
recently designed logical, and vorkable systeu will focus on Army

A
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leadership rather than the Individual Effectiveness Course--a
short term cure. A total cure can only be effected by improved

Army leadership (Army Audit Report 8l1-1, 1981).

Military Adjustment Units (MAU). WMuch shortened versions of the IEC are

now operational at Ft. Bliss, Texas, and Ft., Jackson, South Carolina. The
programs are 3 to 5 days in length and are designed to provide intensive

leadership, counseling, and training for BCT or AIT trainees experiencing

problems adjusting to the military environment. They are staffed by small

cadres of noncommissioned officers, with a first sergeant as commandant.
The target populations for MAUs are trainees in BCT and AIT. Referrals

to MAUs are made on the basis of problems similar to those of IEC referrals. A

check list is provided to organizations to insure that appropriate referrals

The 1ist includes the following (Doherty & Robinson, 1981):

are made.
Cannot get along Bad attitude
Chronic troublemaker Poor duty parformance
Cannot get along with peers Slow learner
Canuot follow instructions Tomsturity
Homesick Wants out of Army
Depresgsed Lacks self-confidence
Fighting Lacks self-digcipline
Lack of motivation Other

Evalustion.

A formal evaluation of the Ft, Bliss and Ft. Jackson MAUs has been

conducted by Doughty and Robinson under contract to the Training and Doctiine

Command (TRADOC).

%0
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According to this evaluation, the Ft. Bliss MAU processes approximately
S00 trainees annually, and the Ft. Jackson MAU about 1,600 annually. Of these
trainees, the Ft. Bliss MAU has been recommending approximately 502 for

continued training. The Ft. Jackson MAU has been recommending about 882

continuation, The training units to which the trainees are returned generally
follow the recommendation made by the MAU staffs. Thus, the training
attrition rate among those referred to the Pt, Bliss MAU has been
approximately S0Z, whereas the attrition rate among those referred to the Ft.
Jackson MAU is about 12%. The actual success rate in completing BCT/AIT has
been approximately 73% for MAU returnees at Ft. Jackason. No data were

reported for Ft. Bliss.

Na!!o

Prisoner Retraining Programs. YShe Navy does not use the USDB at Pt. lLeaven-

worth as the other Servicee do. Rather, it wmaintaivns its own brig at Norfolk,
Virginia, for ccurt-martial cases with sentevnces of one year or more,

The Navy has no counterpart to USARB aither in size of facility or

extensivenass of retraining program. Instead, the Navy confines its lighter
court-mavrtial offenders {o brigs, either abosrd the larger ships or among the
2] brige located swhore from San Diego, CA, to Norfolk, VA,

Activities for prisoners in the brig are workedetail oriented.
Retraining is reserved f{or after=duty time, with 1 hour per evening alloted to

rvemedial retraining activities (Gravein, personal conmunicaticn).

RIP Retraining Program. To facilitate WIP corrective action, the Navy

maiutaine 22 on~shore Corrvectional Custody Unitw (CCU). These CCUs werve the
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same purpose as the Army CCFs, and for the most part are similar in

approsch. That is, 30 days of custody and work-detail oriented activities as
.» previously described for the typical Army CCF. There are two exceptional CCUs

for the custody of NJP offenders, to be discussed in turn.

Coronado CCU., By directive from the Commander in-Chief, Pacific Fleet

(CINCPACFLT), a correctional retraining program with a motivational
orientation was started at the Coronado CCU in October 1978. The training
philoscphy and goals of this program are similar to previously discussed Army
programs. The closest counterpart program maintained by the Army is the ITU
discussed above. As with all correctional custody facilities, an NJP is
required for sssignment.

An evaluation by Doherty (1982), showed a 64% performance improvement in
supervisors’ ratings when compared to performance ratings prior to entry into
the Program among “swardees" (program participants) at Coronado two months
after retraining. However, theare was a drop to 51% {mprovement at the 6 month

follow=up, and 542 after 1 year. This study also reported only a 4%

recidivign rate (program graduates who veceived san RJP during the year
folloving retraining). As to attrition, 12.8% of Coronado CCU graduates had
been separated during the 12 wonths following retraining.

Pearl Harbor, The only Navy program cuteide the continental United

States is at the CCU st Pearl Harbor, established by the Coumander in Chief,
US Pacific Fleet as a pilot retraining unit in August 1978, The objectives
vere the same a8 the Coronsdo program——to reduce attrition by retraining
marginal but potentially useful sailors.

According to Doherty, there was an 872 performance improvement shown by
former trainees at the 1 week follow-up period after retraining. After 1

sonth, however, this figure dropped to 762, and after 6 months it dropped
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further to 61%. The recidivism rate, was a relatively high 36.42. Pearl

Harbor had & higher attrition rate than Coronado with 21.2% at Pearl Rarbor

attriting within one year after retraining. This figure is not different from

the 22.8% reported for the control group of similar soldiers who received no

retraining.

Margina]l Performer Retraining Proprams. Like the Army, the Navy presently has

one program that legitimately falls intc this category. That is, a

correctional retraining program for errant enlisted personnel who have not

received an NJP,

Behavioral Skills Training Unit (BEST). The Navy established a program

similar to the Army’s IEC at the Naval Amphibious Base in Little Creek,
Virginia, in 1979, This program i{s called the Behavioral SkillaVTraining Unit
(BEST).

The mission of BEST is to provide low and marginal performance first term
enlisted personunel dbehavioral skill training that will enable them to
successfully complete their obligated sexrvice. Criteria for admiesion include
uo disciplinary action pending, at least 2 years of active obligated service

rveaaining, and the potential to complete enlistment, but unlikely to do so

given the present demeanor and vecord. A key feature of the orientation to

this program is to convey to the soldiers that the program would not serve as

an “escape hatch” and that they would be returned to their unite vegardless of

whather or not they graduated,
As of June 1981, BEST had enrolled 47 classes, averaging approximately 24

esch, for a total of 1,145 trainees. Of theez, 86% graduated, with the
resainder efther failing the program or being returned to their Command at the

outset. All participants, iucluding nongraduates, are evaluated at 6 and 12
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month intervals subsequent to BEST training. Of 700 trainees evaluated after
6 months, 697 were rated as performing average or above average. Six months
prior to BEST training, 787 of the trainees were awarded nonjudicial
punishments and/or court-martials. Six months after BEST, only 33% received
gimilar punishments. Twenty—-two percent have received recognition for
outstanding performance, and an additional 22% have been promoted at least
once within 6 months of BEST. The 12 month evaluations reveal a similar
pattern, with even greater percentages (79%) having received recognition for

outst: iding performance or at least one promotionm.

.Alr Force.

Due to the traditionally more stringent entrance standards employed by che

Air Force, it has needed, and therefore, maintained a much lower level of

activity in correctional retraining.

"y
-l

o 5

|
e S

Prigoner Retraining Programs. As indicated earlier, the Air Force sends its

P&
x“_-&‘-‘,{r,':

wafor court-martial of fenders to the USDR gt Ft. Leavenworth. This may amount

»
&
£ L
YN

to about 100 airmen convicts at auy given tiwe, compared to approximately

‘l
' ¥

1,000 Arwy inmates. The Air Force operates an additional prisoner retrainivg

program, the 3320th Correction and Rehabilitation Squadron (CRS) at Lowrey Aix

e }g{1&

Force hase in Denver, Colorado, which {8 a rough counterpart to USARR,

3320th Correction and Rehabilitation Squadron (CRS)., The CRS provides a

retraining as well as a confinement function for court-martialed airmen.
Through this program, prisoners are offered the opportunity to receive
specialized training. Depending upon judgments of the cadre, an airman may be

returned to active duty or separated upon completion of the sentence. The CRS
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has been in operation since 1952 and has processed approximately 15,000 court-
martialed airmen. Over one-half have returned to duty for further gervice
(Ring, 1981).

There are several key differences hetween USARB and CRS. First, the CRS
is entirely voluntary, whereas USARB is not. As a result, CRS is much smaller
than USARB. Court-martialed airmen either not selected for the program or who
do not volunteer for the CRS are confined either at SARB, or the VSDR,
depending upon the length of their sentences. A second key difference is that
CRS is an open-~ended program with an individualized therapeutic plan. When a
volunteer enters the program he must agree to remain beyond his minimum
sentence if deemed necessary, A third difference is that the CRS gives much
less emphasis to pliysical conditioning than does USARB, It is primarily an
attitude and behavior readjustment program. CRS tends to view USARR as
primarily a physical confidence building vrogram (King, personal
communication, 1982),

Another difference lies in the burden heing placed upon the volunteer

Y

4

oy
L

NN

airpen to demonstrste he s fit for return to duty., With USARR, there is &

greater tendency to return the tralnees to duty if at all feasible. Also, it

1

is easier for CRS graduates to reenlist. For USARB graduates, Army Regulation

601-280 rvequires waivers from different compand levels based upon amount of
time lost. All waivers for court-martial offenders with over 30 days lost
time must be approved by the Aruy Enlistoment Elipibility Activity (King,

1981).

NJP Retraining Programs. The Air Force also operates correctional custody:
facilities at some of theit haces, but they are mot =idelv used. As of June

1980, the Air Force veported only 49 airmen to-be assigned to CCFs throughout .. -
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?ﬁ . the Ailr Force. Thus, retraining at the RJP level i{s essentially nonexistent
in the Air Force (Defense Audit Service Project 0S4-079, p. 16).
S
%
‘Sﬁ Marginal Performer Retraining Programs. To the authors knowledge, the Air
Force does not maintain any marginal performer retraining programs.
w&i
ARG
i
A Marine Corps,
T
?i‘ Prisoner Retraining. Like Army and Air Force court-martial offenders, Marine
tg Corps court-martial cases are sent to the USDB (see above for a description of
!f USDB). Approximately 100 Marine Corps prisoners are present at any given
W\
b time.
N
2
| NJP Retraining Programa. The only Narine Corps CCF with a retraining
dy ‘n‘ N
)
Vi orientation known of at this time is located at Camp Pendleton, California.
Wl
f@ Camp Pendleton CCF. This program provides guidauce counseliag, problem=
: solving drills, goal setting practice, end other tralning similar to
S
35 previously diecussed NJP programs such ae the ITU, Coronado, and Pearl Rarbor.
‘tgi Although evaluative dats are limited at this time, improvements in
;;v performance and conduct have been veported for 70 of 110 (64%) trainees
\‘:-
5 (Defense Audit Service Project 054~079).
X%
o Biscussion.
a.:-.’o

-

As was true of pre-enlistment and post-enlistaent ramedfal education, the

§ @I,

question of effectiveness of brief, concentrated prograns agasin can be raised

W8

;j' regarding correctional vetraining. Although all three types of programs have
-
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( ?':(; their distinctive features, they also have a nunber of common denominators.

-

, One of the more important of these is certainly remedisl education,

=

particularly literacy. Correctional retrsining programs have not been

particularly geared to the amelioration of such problems, but inevitably must

deal with them. One of the findings in the evaluation of the MAUs by
Dougherty and Robinson (1981), was that many of the referrals to MAU units

would have been more appropriately referred to a BSEP program. Thus, the

discussion in Chapter 5 of the true effectiveness of concentrated general
iiteracy programs may apply here and to pre-enlistment programs as well.,
Correctional retraining programs, as they are presently comceived, might
be best characterized as "enriched" or "super® ﬁnnlc training programs. They
concentrate heavily upon PT, drill, obstacle courses, taking orders, open~bay
barracks living, severe regimentation and structure. These programs are
“Yenriched" 1a that they include wuch wmore personalized attention than does
basic trainiug, in the form of individualized and group counseling. 'They also
provide informational aund educational benefits in addition to teaching how to
“soldier", Some programs offer opportunities to progress toward s GED,

The programs wmay ian part serve as elaborste post~screening devices. To

the exteant that this is true, the programs might be cost-effective merely by
separating the “sheep from the goats.” These programs way also serve as tests
of wotivation for trainees to stick it ocut for survival within the system.For
those who pass the motivational test, the retraining curriculum way have
considerable merit. ¥or one, these prograns may serve to reduce alienation or

anomie a8 a result of the pereonalized attention and perhaps some degree of

o
ES

iﬁ compassion being showm for their plights. Secound, trainees umay develop sone
‘.
CE? pevécnal accomplishnent “wosentun” which may unot only become a habit, but will
R give the individual cause to embark upon a wore positive view of himself or
¢ ‘;?
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‘ve him more self-confidence that he can survive well under adverse
conditions., Moreover, the discipline training received should help reinforce
behaviors facilitating adaptation to the military system. Im the conduct of
inforual interviews with correctional program cadre at the IEC, the following

remarks were frequently made:

“the trainees develop pride and an improved self=concept from
their improved physical fitness"

"For once someone geems to care about them"

“they develop discipline out of intense supervision and having to
follow orders to the letter"

“"they cone in hostile and resentful, and leave high on the
progran"

“esprit de corps develops, and morale goes up"

Interesting 4s that these couments were made at both behavior modification
oriented correctional retraining unite sud orthodox worke-detail oriented
unite, Thuse, wvhat le epecial about the retrvaining oviented prograns?

A3 of uow, the retraining prograns have a "face validity" which the
traditional prograns do not., The developmental bensfits of counseling,
Temadial education, lectures, field trips, sudio-visual aide, aund other self«

enhancement toole are largely being presumed by program advocates, who uike a

S

Y
i ‘::
'0

cogent and plausible case, but do not offer empirical evidence. A formal,

>
koo S i o
™ A A
'. “Q‘ \g
Sy

fadependently conducted retraining progran evalustion s clearly in order,

<

l".f

espacially iovolving ocutcome comparisons with work-detail orieated

correctional programs.

e 4l
o ]
SN

In addition to objectively examining the cost<benefit effects of
retraining prograas and correctional programs in general, a program evaluation
would enhance understanding of causal relationships between progran elements
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and successful graduates. This information wouid. be extremely useful in
making adjustments and modifications to the curricula and program to enhance
success outcoaes,

Currently, adequate models for tracing and explicating the corrective
process are not apparent. The best so far is offered by Fersch (1980), who
distinguishes between the “reform" model and the “rethinking“_model. The
veform model, 18 historical and deterministic in orientation. The
individual’s entire past history of learned behavior would be engaged in the
process of retraining=~-a formidable task for a short-term program. The second
model, and the one adopted by military retraining programs (Doherty, 1982), is
an ahistorical "v11; povwer" oriented approach. This sodel suggests the
traditional phenomenoclogical view advocating that the i{ndividual {s in control
of hie actions, and {8 copable of making vhataver changes he is so wotivated

to wake. The programs are designed to wotivate him to wake the necessary

changes to succeed fn the militaxy,

At present, corractional programs ave wet with mixed perceptions at
best. The rationale of the | “oponent group is well represented above,
Rowever, dissenting views are also heard.

Among the ekeptics are those who perceive the retraining programs as
“country cluba™. Critice point to the fact that trainees do very little work,
and epend a lot of time going to claes and the like. Such accusations are

also leveled at work-detail oriented programs. These people believe that

o
P
2%
S

unacceptable parforasnce should be grested with negative reinforceaent, and

4
-

o
[
e %e*

that these prograss sppear to be an casy way out. Research on tha “image” of
correctional facilities would be in order.
Others complain that the resources required to operate correttional
retraining prograas could be better utilized in other vays. For example,
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cadre for the programs are currently usually obtained on the basis of "apecial
detail" sssignments from active units,
Still others point to the illogic of assuming the “positive transfer" of
improvements made in a highly structured retraining envircnment to a
relatively unstructured permanent duty station enviromment. This wculd be
analagous to the transition from a training (e.g., BCT/AIT) environment to an
active unit enviromment. There is ample documantation (e.g., Mobley, 1982;
Fugita, 1982) that problems are inherent in this transition. MNobley (1982)
reports a engificant loas of morale associated wiﬁh the early weeks of this

transition. Fugita (1982) in his obaecrvational work oa the “woldierization"

process, coanents as follows:

“The highly structural, wnique environment of BT differs markedly fron
the work environmant in which most soldiers will spand the remainder of
their tour. In basic training scldiers are in constant contact with s
drill sergeant who monitors their progress. When seldiers leave IET,
they come under the control of NCOs who are likely to be veither as
involved with their jobs nor as much of & “wmodel woldier™ as their drill
sergeant.

Fugita corrcborates Hobley’s documented findings pertaining to lowered
worale after complation of IBT, by pointing out that "attitudes toward the
Aray ove strikingly high vhen soldier graduate from BT. They plummet sharply
after thoy cpend some time at their firet duty esiation. At least part of thic
iv caused by disillusiomaent with the “real Arwy" which does not meet thelr
high expectations.”

Fugita goes on to reconmend a greater effort toward “matching® IET to the

vealities of most duty stations. Suggestions include upgrading the training

't "e %e

‘Such a method of acquiring cadre i@ presently a problem area, in that the
leas desirable personnel are often selected for assigument to retraining
unite.
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of WCOs, and providing more in the way of realistic previews of the duty
station environment. These suggestions and others may be equally applicable
to soldier retraining programs in their relationship to the "real Army."

Another criticism expresses concern about the possible expansion of these
programs, as has been recommended by the Defense Audit Service (1981). It is
rointed out that a Service-wide requirement to provide such programs as the
1EC, for ezample, would usurp resources from other organizations and undermine
readiness.

In the final analysis, correctional retraining programs can probably bhe
conducted within the framework of the current military corrections systems.
By ecimply removing the requirement of a Field Grade Article 15, many
potentially functional personnel might be salvaged via present in-place CCFs.

An important constraint to be dealt with, however, is the crucial
importance of dedicated, stable cadre. As mentioned ahove, CCFs may receive
some lower quality special detail NCOs. Though there are indications that
these individuals also get "turned around” by the program, as well as the
trainees, a standardized selection and preparation program for cadre would
saem in order.

Finally, the currené&y positive recruiting climate cannot he assumed to
continue on a dependable basis as a solution to eerly, unorogrammed
attrition. As long as selection into the Armed Forces is not perfect,
marginal pevformer programs will be needed and should be developed to deal

with problem personnel.
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Chapter 7

Management and Miscellany

This final section will briefly summarize several additional programs and

efforts which show potential for impacting upon first-term enlisted

attrition. Included are activities which do not readily fall into cacegories
defined by previous chapters, yet do not form a clearcut category of their
own. So, in the interest of some degree of comprehensiveness, these

miscellaneous additional programs are mentioned.

Am! .

New Manning System (NMS). The US Army has recently embarked upon an ambitious

Fp
rle

23
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scheme to enhance unit combat effectiveness and to reduce unit turbulence and

“
-y -

attrition, The NMS is an expanded outgrowth of the now defunct Project

< - o un »
{ T

e,

COHORT, as of 1 Oct 1982, The basic concept behind Project CORORT was to keep

G
-
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BCT/AIT training companies intact for a full 3 year period, instead of

s
P

dispersing coldiers at the coompletion of training into separate active

T

units. It is sesumad that this “regimental" approsch will result in greater

-

.
.

e 4

x £ .

A .‘d“'.

. a ., -

e
P A4

il %

L X
o

St % Acte:

unit cohesion in terus of enhanced (1) leader-soldier relations, (2) soldier-

e -

soldier relations, and (3) soldier to Army identification and dedication.
An Tndependent Evaluation Plan (IEP) is curreuntly being developed by the
Training and Doctrine Command Combined Arms Test Activity (TCATA) at West Ft.

_, _-va‘::'v_‘
5L A ANA

Hood, Texas. This plan calls for extensive data collection 4o the general

areas of tralning, logietice, aud personnnl. As many as 90 coapanies may be

oot _‘L
LA
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involved in the evaluation, made up mostly of infantry, but with field
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artillery and armor units as well., The IEP i8 not conceived so much as a true

program evaluation as it 18 a barometer reflecting procblem greas to be
rectified; that {8, a "fix-teat-fix" approach. The Army Research Institute
for the Behavioral and Social Sciences has agreed to provide technical
sssistance to the conduct of the IEP by developing questionnaires measuring
relevant soldier and leader perceptions, and offering advice on data
collection and analysis methodologies. It is hoped that dy 1990 as many as

102 of all Army units will operate according to the RMS approach.

Na!!.

Project RETAIN, Perhaps the most anbitious military counter attrition

intervention program yet attempted is the Navy’s Project RETAIN. In general,
the program is designed to reduce the number of General Detail enlisted
personnel (GENDET) leaving the Navy prior to completion of their four year

obligated tours. Unlike the other services, the Navy has a sizable group of

enlisted personnel, GENDETS, who do not qualify for skills (A school)
training, analagous to the Army’s AIT, Rather, these "non-rated" personnel,
which make up approximately 1/3 of Navy enlistees, are sent to Seaman,
Fireman, or Airman Apprenticeship schools. This population has been attriting
at the alarning rate of approximately 80% (Lakota, 1981).

According to Lakeota, RETAIN basically involves two interventions designed
to “touch early critical transition points of a GENRDET’s enlistment:
adjustaent to vecruit training aund orientstion to fleet duty.” The adjustment
phase is a ohe-veek training progras combining both inforuation and skill
training. It is offered at the beginning of recruit training to aid the

recruits in acquiring the coping skills they need to make the adjustument to
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nilitary life. The orientation component occurs during apprenticeship
training following boot camp. It is intended as a supplement to give a
reslistic picture of shipboard living and working conditions. The program
also emphasizes what GENDETs can expect out in the fleet, and opportunities
that exist for them.

Pilot testing and evaluatior of this program are underway at the present

time by the Navy Personnel Research and Development Center,

Fireman Apprentice Course. Other training programs simed at the GENDET are

the Fireman and Airman Apprentice Courses. Of particular interest at this
Junction 13 the Fireman Apprentice Course which was recently (December 1980)
expanded from 4 to 8 weeks in length in order to better prepare the GENDETS
for shipboard duty and to stem their high attrition rate.

The purpose of the Fireman Apprentice Course is to provide GENDET
trainees with the basic job skills and knowledge to serve as useful
engineering department assets in the fleet. The course includes shipboard
engineering organizations, engineering safety, engineering technical

documentation, introduction to enginearing, watchstanding training and POS

qualification, typical shipboard propulsion plan configurations, piping eystem

couponents, and planned maintenance system documentation &nd procedures. ‘The
course trains the apprentice to perform routine preventive waintenance of
couxion stop valves and to perforn selected engineering watchstation taeks,
The course is taught at the primary naval training locations--Creat
Lakes, Orlando, aud San Diego. The priwvary wode of instruction is group
paced, with 1 dnstructor per 25 studeant clusses. In order to be eligible,
trainees aust have completed recruit training (boot camp), but have failed to

achieve “A" school eligidilicy.
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Instrunents and procedures for neasurement of student performance are

criterion referenced tests at the completion of each academic module. No

> .r f

hrs

evaluations of this program, in terms of reduced gttrition rates sre available

- '“ﬂ S
v

as yet (Instructional Management Plan for Fireman Apprentice Course, May

1981).

e il
N

Navy and Marine Corps.

Exit Survey System. At the present time, this system has been adapted for use

for Navy officers and enlisted personnel, and for Marine Corps enlisted
personnel. The survey probes two phases: (1) the period of transition from
initial entry training through the first two montha at the permanent duty
statfon, and (2) the full period of time at the permanent duty statfon. The
surveys contain approximstely 30 {tems in length, and are routinely
administered to all exiting personnel. The specific intent of the
questionnaires is to identify managerial acts which may have en influence =
positively or negatively = upon violations. All types of violation are of
concern, but special interest 1s placed upon unsuthorized absence (UA). The
respondents are asked to indicate the importance of various issues involving

quality of life considerations, travel faunily separation, sea duty,

vegulations, job satisfaction, promotional opportunity, deing treated with

=
by

‘.

vespect, and so forth, The items wore distilled from a larger set which

i
£

reflected the major concerns of Navy and Marine Corps personnel. (See Appendix

C for sample enlisted exit survey questionnaires for the Navy and Marine

Corps.)

The exit survey system {s currently operational on a pilot btasis.

2% PRSPy

Utilization of results in terms of wanagesent policy changes {s as yet
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premature. The second sand third years of this three year project will involve

experimental field testing and evaluation (Githens, 1982).

%
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Chapter 8

Conclusions and Recommendations

Overall evaluations of attrition data are imcomplete regarding most of the
programs discussed in this report, It is thus difficult to conclude precisely
to what extent the previously mentioned programs impact upon attrition. This
is not to say that promise is not shown nor that relationships cannot be
found, Cogent arguments can and have been made., Correlations and other
information indicative of an important impact upon attrition have been
reported. However, these relationships do not clearly show causality, and
tend to be difficult to interpret. Also, more program information needs to be
developed by independent program evaluators, not personally identified with
the programs, to enhance confidence in investigative objectivity.,

This is not to suggest that quality attempts at program evaluations have
not been made. The evaluation of Navy correctional retraining programs by
Doherty (1982), and Baker and Huff's (1981) evaivation of the Navy JOBS
program, serve as admirable wodels. But even here there remains a dependence
upon criterion data that way be subject to bias, Doherty, for example,
rveports performance evaluation follow-ups on retrainees returned to active
duty, These performance appraisals are subject to the judguental bias of
performance ratings in general (e.f., “halo” effect, etc.)., In the case of
follow=-up evaluations of correctional retrainees, bias might be operating due
to a stigma associated with the soldiers' known past, or observatiouns of
behavior which contradict expectations,

It 18 not uecessarily being suggested that research on performance
evaluation weasures 16 esveential to the validity of operational progran

evaluations. It is rather to serve as a word of caution in interpretation of
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N many of the findings reported. It is thus recommended that more independent
evaluations of the calibre of those of Doherty (1982) and Baker and Huff
(1981) be conducted.

In the process of conducting more independent and thorough program
evaluations, it is recommended that greater attention be given to the
ubiquitous spectre of pre-selection bias pertaining to program participants.
In the case of BSEP programs, for example, we have seen indications of a
positive relationship between program participation and attrition. A couple
of perhaps plausible explanations were offered for this apparent phenomenon in
Chapter 5. However, another possiblity is that supervisors may be tending to
refer to the programs those eligibles for whom they have least regard.
Assuming at least partial accuracy of supervisor's personnel assessments,
these individuals would be the ones most likely to fail, thus accounting for
the higher attrition rate among BSEP trainees.

A recurrent theme throughout the military enlisted personnel system,
particularly with regard to marginal individuals, is the presence of remedial
education programs. As we have seen, such programs appear prior to enlistment
(Chapter 2), subsequent to enlistwment (Chapter 5), and again in correctional
retraining prograns (Chapter 6). These programs iuclude but are not
necessarily limited to general literacy, functional literacy, English-as-a-
second language, and coping skills, The programs vary according to needs at a
given point in the wilitary life-cycle of the marginal individual. For
exauple, pre-enlistment programs go beyond the above components to include
wilitary orientation and job preparation (see Appendix A). Correctional
vetraining programs tend to concentrate more on physical training, and
counseling oriented activities (see Appendix B). Whatever the variations, a
sizeable couponent of basic and coping ekills education can generally be found
when it comes to programs designed to facilitate the wilitary acceptability of
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marginal personnel. Therefore, more research is needed which clearly link
remedial education program ingredients to program outcomes, such as attrition,

As pointed out in Chapter 5, the validity of reading grade level gain
scores as 8 function of basic skills training is open to question. Though the
functional utility of the above programs has not been clearly established from
a strict scientific standpoint, there are promising indications that many of
these programs may be effective in a global sense. But the crucial ingredients
and most efficacious mosaic of program elements have to be more been fully
investigated and identified. It is thus recommended that field
experimentation be conducted which will provide such data.

Particularly in the case of correctional retraining programs, elaborate
quasi-experimentatiun could b2 readily built into the existing operational
system. Every major installation has one or more correctional facilities.

All of the Services, for example, have correctional custody facilities for NJP
offenders. Some of these have overhauled their traditional programs or at
least superimposed a vetraining component. Others have probably done so
partially, but basically maintain a work-detail orientatiom. Still others

continue to be orthodox, full-fledged work-detail CCFe. It would eeem very
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feasible, reasonably unobtrusive, and involving minimal perturbations in the
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system to perform coumparative analyses within this already available spectrun
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of correctional units.
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Another area to be investigated wore thoroughly in the case of

3
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correctional retraining, 4s the active unit envivonment iteelf. The common

refrain 1¢ that the NCOs do not have the time needed to work with problenm
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personnel. And that 1f they did, there would be no need for CCFg. Oane

Qe

suggestion, therefore, would be to provide the necessary correctional

-

A

retraining resources at the company or platoon level. This "mini~CCF™ concept

SLLLE,

would eliminate the necessity of maintalning a separate facility such as a
109
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CCF. 4t would also serve to eliminate the loss of time involved in referring
an individual to a 30 day program, since the personnel could continue their
normpal duties during the day. This approach might make the even greater
contribution of conducting the retraining within the unit environment to which
he or she must ultimately adapt anyway, rather than the artificially
structured CCF environment. Such an approach should satisfy the oft heard
criticism that correctional retraining will not transfer positively to the
unit environment just because of such differential structure. A pilot mini-
CCF program could be built into the quasi-experimental research design without
difficulty.

Correlary to the mini-CCF concept is the hypothesis that leadership is an.
important variable in enlisted attrition. Research by Sarason (1982) has
differentiasted between “high attrition" and “low attrition” DIs in the Marine
Corps. That is, those DIs with the more nurturant attitudes toward theilr
personnel tend to have lower unit attrition. Those who take a “fish-or-cut-~
bait" approach tend to have higher attrition rates. More research is needed
to identify leader characteristice that affect enlisted attrition. Such
vesearch should be focused wmore intensively upon leaders who ave in closest

contact with the enlisted personnel on & day-to-day basis {(NCOs and platoon

.‘éga...‘r;.—); o

leaders), but should also include the chain of command up to Brigade

e

* o f_".i’ Y

o™ o

coomander. The resulting information would aid in the developwent of training

P

programs for dealing with marginal personnel at the unit level.

»

The need for a better understanding of the impact of wnit leaders upon

<

attrition is reinforced by the previously made point that trained and

CLx

atafelals,

dedicated cadre are perhaps essential to vesedial programs, whether they be

23

pre-eniistoent, remedial, or correctional. Thie point has been made by

e

TS

Doherty (1982) 4n her iuvestigation of Navy correctional programs. At
present, however, there is uo standardized syotem for selection of cadre, let
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alone training. Many correctional retraining cadre are special detail
personnel whom unit commanders feel can best be spared. In many instances
such cadre arrive for duty apparently not much better prepared than the
trainees themselves.

However it is intriguing that claims of transformation into effective and
dedicated cadre sfter a period with a retraining cohort are so often made. It
may be a phenomenon of becoming immersed in a sense of mission, with autonomy,
authority, and responsibility not previously entrusted with. It is
recommended that this apparent phenomenon be investigated more thoroughly.
Perhaps it will be found that the OJT training approach is best in this
situation, or 4t least as & vital supplement to a etandardized system-wide
cadre training program.

If such a program were to be implemented, it 18 recommended that a
systematic approach be taken in its curriculum development, All to often when
a8 need arises a “task force" is organized, with few vresources and a short
suspense date. Such an approach may tend to perpetuate dysfunctional progran
features, adapt them to inappropriate conditions, and discourage the
exploration of {nnovations.

Another area to be researched and developed more extensively is that
discussed in Chapter 4--realistic expectations interventions. Even at the
present exploratory phase in the investigation of effects of realistic preview
aud coping skills videotapes, there have besn signe of positive effects upon
lowering attrition. Even 1€ the attrition veduction is only 2% based on the
presentation of a 20 minute coping skills film, s6 Sarason (1982) has claiwed,
the cost~benefit over tiwe would be enormous. This 1s especially true
considering the relatively trivial expense of developing and instituting such
interventions. Then too, there 18 much sore to be learned about this tool.
Can the content be modified to be more effective? Should the films be longer
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or shorter? Should they be combined with other materials? Should their
impact be reinforced through reshowing? Sarason (1982) has made this latter
point by suggesting that the filmws be broken up in 5 wizute modules to be
shown periodically,

Counter—attrition programs at present, in spite of all the discussion
about their potential over the past several years (Sinaiko, 1977), remain few,

scattered, non-uniform, varying in emphasis and support among the services and

unavare of one another. WNeedless to say, there should be improvements made in

these areas. Perhaps this report will aid in the dissemination of information

relevant to the programs. Arother complication is that iu today's positive
recruiting environment, counter—attrition programs are being de~emphasized.
This positive recruiting environment is largely due to high unemployment for
youth. In the future years (until 14Y95), it is prcjected that the economy
will improve, and that there will be a smaller 17-19 year old manpower pool.
These two factors will have a negative impact on recruiting. Retention of
qualified soldiers becomes very important in that hostile enviromment. At the
very least, the Armed Services should have a retention/counter-gttrition
systen yxeady for implewentation.

Lastly, of benefit would be an historical overview of counter-attrition

strategies., This need not be limited to the wilitary. Such strategies may be

found in a variety of organizations when quality manpower is in shoxt

The exploration of such programs and strategies beyond the wilitary,

supply.
such as educational systems, might serve to infuse new ideas for military

At the very least, such an effort should help prevent

adaptation.

“reinvention of the wheel.™
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SECTION: | - Summary
COURSE: California lmpact Training Course
HOURS: koo

SUBJECTS

Military Skills
Basic Skills
Career Assessment

Pre-Empioyment

Curriculum Total

RECAP I TULATION

1. Security Classification

Secret
Confidential
Unclassifled

Type of listruction

Lecture

"Practical Exarcise
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HOURS AMNEX
B. BASIC SKILLS TRAINING 179.0 B

Part | - Developmental

1. Reading 40.0

2. WMriting 35.C

3. ‘Mathematics 30.0

Part 11 ~ Survival Skills

1. Banking 4.0

2. Conflict Resolution , 4.0

3. The Communicative Process 4.0

4. Racism/Sexism 4.0

5. Community Awareness 8.0

6. Community Service 20.0

7. Guest Speaker 4.0

8. Cultural Studies 10.0

9, Group Dynamics 6.0

10. Nutrition 10.0

Annex Total 175.0

HOURS ANNEX

' C. CAREER ASSESSMENT 40.0 c

3%2% 1. Individual Assessment 30.0
. ;é. 2. Testing, Evaluation & Counseling . 10.0

N

°f!E' Annex Total 40.0
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HOURS  ANNEX
D. PRE-EMPLOYMENT TRAINING s5.0 D

1. Vocational Skills Research 12.0
2. Employment Application Techniques 6.0
3. Resume Writing 8.0
4, Test Taking 4.0
5. Job Interview Techniques 6.0
6. Job Survival 8.0
7. Examination 4.0
8. Advaﬁced Education Review 2.0
9. Basic Business English 3.0
10. Basic Business Math 2.0

Annex Total 55.0

CURRICULUN TOTAL koo.0
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SECTION vV
ANNEX A
PURPOSE:

FILE NO.
CiP-400-A-01

OBJECTIVE:

REFERENCE:
Ci1P-400-A-02
OBJECTIVE:

REFERENCE:
CIP-400~A~03

OBJECTIVE:

REFERENCE:
CIP-40 0-A-04
OBJECTIVE:

REFERENCE:
CIP-400-A-05
OBJECTIVE:

REFERENCE:

loh WH 5K

ANNEXES
MILITARY SKILLS TRAINING

To provide participants with a working knewledge of those skills
necessary to successfully complete Basic Training and Advanced

Individualized Training. (AIT)
SUBJECT CLASS HR/TYPE OF
INSTRUCTION
INTRODUCTION TO PRE-BASIC COURSE U h.o/L

The participants will become familiar with the course outline, class
schedules, attendance procedures and purpose of this pre-basic
training course.

Specially formulated briefing notes.
4.0/l

ROLE OF THE MILITARY u

The participant will be famillarized with the federal and state
missions of the California National Guard.

NGR 350-1; CAL NG Fact Sheets; DA Pam 135-3,

ACHIEVEMENTS AND TRADITIONS
(Army & NG)

U 2.0/L

The participants will become familiar with the organization and
historical background of the military service.

FM 21=-13; CAL NG Fact Sheets.

NILITARY JUSTICE (Fed & State Enl) v 2.0/L
The participant will become famillar with the military due process

legal system at the state and national level.
A Subj Scd 21-10; 21-3; FM 21-10.

INTERIOR GUARD v 4.0/L PE
The participant will become familiar with the concepts and procedures

of fixed and roving guard and security requirements.

A Subj Scd 21-5; FM 22-6.
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ANNEX A

CiP-400-A-06

OBJECTIVE:

REFERENCE:
C1P-400-A-07
OBJECTIVE:

REFERENCE:
C1P-400-A-08
OBJECTIVE:

REFERENCE:
C1P-400~A-03
OBJECTIVE:

REFERENCE:
CIP-400-A-10
OBJECTIVE:

REFERENCE:
CIP-400-A-1]

- MILITARY SKILLS (Cont)

CLASS  HR/TYPE OF

INSTRUCTION

6.0/L

TROOP INFORMATION
Schools/560/RR/ANG/Drug Abuse

The participants will receive Information and guidance about various
military schools and educational programs available in the Armed
Forces, current policies of equal employment opportunity and the
problems of drug abuse in the military environment.

CAL ARNGR 350-8; CAL ARNGR 350-7; NGR 355-5,

DRILLS AND CEREMONIES v 28.0/L PE

The participants will learn how to perform facing and marching move-
ments with or without weapons and to give proper commands with
respect to functioning as a team.

FN 22-5.

MILITARY LEADERSHIP | v 2.0/L

The participant will be instructed in the basic principles of mili-
tary leadership and the importance of each task to be carried out
in order to accomplish a military mission,

FM 22-100.

-

MILITARY FIELD YRIPS U 24.0/PE

The participants will visit varlous military and governmental fac-
itities to broaden their knowledge of the Californla Natiopal Guard
and its relationship to the active military forces. The partici=-
pants will camp in the open range and learn procedures for bivouac.
They will Jearn the use of a compass for geographical orientation
and practice map reading to learn to identify topographic featuies.

FN 30-10; FM 21-26; CC 341.
HILITARY EXAMINATION/CRITIQUE U 4.0/L PE

The participants will be given an examination covering military
skills training they have received.

Local SOP.

STANDARD ARMY PHYSICAL FITNESS TRAINING u 22.0/L PE

-6-

i
LA TA LU BRI TR TR TA S 1LY SRRV KN GG AT P AL R RS T2 A T TR TR I 01 TGO 1WA A R,



b Y ‘ TR TN VA TICATRIRAG AL RN SERR TR BAGIREE Uik R s 2 L A RS A

ANNEX A - MILITARY SKILLS (Cont)

CLASS HR/TYPE OF
INSTRUCTION

OBJECTIVE: The participants will learn the purpose of fitness training and
be introduced to the Army's physical training program to develop
and maintain the appropriate level of physical readiness required
of ali military personnel.

REFERENCE: FM 21-20; FM 35-20; A Subj Scd 21-37.

CIP-400-A-12 ORGANIZED PHYSICAL FITNESS TRAINING U 12.0/L PE

OBJECTIVE: The participants become part of organized physical training act-
fvities; i.e., sports or athletic andeavors to promote ''team"
spirit and condition participants to an acceptable physical readi-
ness,

REFERENCE: FM 21-20; FM 35-20.

CIP-400-A-13 PHYSICAL SKILLS EXAMINATION ) L.0/PE

OBJECTIVE: The participants are tested to insure that each participant meets
the physical readiness standards established for the Army,

REFERENCE: FM 21-20; FM 35-20; A Subj Scd 21-37.
CiP-400-A-14  BASIC WEAPON SECURITY u §.0/L

OBJECTIVE: The participant will be familjarized with procedures and require-
ments for adequate protection and security of weapons.

REFERENCE: NGR 190-11; CAL ARNGR 190-11. _
CIP-400-A-15  FIRST AID U 4.0/L PE

OBJECTIVE: The participant will be familiarlized with the bastc first aid
techniques necessary for the performance of immediate medical care.

REFERENCE: Amarican Red Cross materials.
Annex Total 126.0
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ANNEX B

Cip-k00-B-05
OBJECTIVE:

REFERENCE:
CiP-400-B-06
OBJECTIVE:

REFERENCE:
CiP-L00-8-07
OBJECTIVE:

REFERENCE:
C1pP-400-B-08
OBJECTIVE:

REFERENCE:
ciP-400-8-09
OBJECTIVE:

REFERENCE:
C1P-400-8-10
OBJECTIVE:

REFERENCE:

SN

- BASIC SKILLS TRAINING (Cont)
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CLASS HR/TYPE OF
INSTRUCTION
RACISM/SEXiSH v b.o/L PE

The participant will become familiar with the sbcioeconomic impact
of racism/sexism on groups and self; and will understand ways to
combat racism/sexism.

“Racism & Ways to Combat It."
COMMUNITY SERVICE PROJECT TRAINING U 20.0/L PE

The participants will become familiar with the community needs by
participating in work projects related to community service.

CNG Qutline Material.
YOUR COMMUNITY U 8.0/L

The participant will become familiar with the contemporary issues
of the Los Angeles community and will understand how those issues
may impact on their lives,

News clippi: ;% from local newspapers.
GUEST SPEAKER (Employer) v &,0/L

The participants wiii become familiar with the various forms of
employment, wages, benefits, advancement and other employment factors.

Guast speaker outline.
CULTURAL STUDIES U 10.0/L

Participants will become famillar with the differences, ethaic and
cultural values that make up the United States.

DDRI material.

GROUPS DYNAMICS 1] 6.0/L

The participant will become familiar with the dynamics of inter-
and intra~group relations and how such relations may impact on his/
her life.

DDRI material.
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ANNEX B - BASIC SKILLS TRAINING (Cont)

HR/TYPE OF
INSTRUCTION

CiP-400-B-11  NUTRITION U 10.0/L PE

OBJECTIVE: The objective of this course Is to promote good nutrition habits
and to provide opportunities for the students to learn to identify
and select appropriate food for their own needs and healthy living.

REFERENCE: Nutrition by D. A. Wenk, M. Daren & S. P. Dewan.

NP AL )
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ANNEX C CAREER ASSESSMENT TRAINING

PURPOQSE: To provide participants with the necessary work sampling, specialized
testing, exploration of career options and professional counseling
required to insure an acceptable match is made between participant,
available training and availabie employment.

I o~ oo
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FILE NO. SUBJECT CLASS HR/TYPE OF
' ' INSTRUCTION

s s e

R

LA

CIP-400-C-0!  INDIVIDUAL ASSESSMENT U 30.0

OBJECTYIVE: The participant will know and understand the importance of matching
his/her desired career with his/her individual abllities to perform
such careers and Its availability in the local area.

REFERENCE: Singer Company materials.

CIP-400-C-02  ASSESSMENT TESTING, EVALUATION AN ' 10.0
COUNSELING ~

OBJECTIVE: The participant will be tested, evaluated and counseled on his/her
individual abilities in some 13 specific DOT occupations.

REFERENCE: Singer Company materials.

Annex Total
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ANNEX D

PURPOSE :

FILE NO.

CiP-400-D-01

OBJECTIVE:

 REFERENCE:

CiP-400-D-02

OBJECTIVE:

REFERENCE :
C1P~400-D-03
OBJECTIVE:
REFERENCE:
C1P-400-D-04

OBJECTIVE:

REFERENCE:
CIP-400-D-05

OBJECTIVE:

.........
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= PRE-EMPLOYMENT TRAINING

To prepare the participants for employment and assist them in the
development of a realistic employment objective through exposure

to job market information, job interview techniques and vocational
research. To develop the skills to communicate and verbalize about
his/her background using the terminology of his/her occupationeal
area. -

SUBJECT CLASS HR/TYPE OF
INSTRUCTTON
VOCATIONAL SKILLS RESEARCH U 12.0/L PE

The participant will be provided with guidance and supervision in
the research of his/her career choice. The needed compatibility
between their military occupational specialties and the "demand"
occupations in the local community will be emphasized to insure that
each participant will have a marketable skill upon completion of
his/her AIT training.

EMPLOYHMENT APPLICATION TECHNIQUES U 6.0/L PE

The participant will be made familiar with various employment appli-
cations from the employer's perspective.

Materials from various employers in the local areas.
RESUME WRITING v 8.0/L PE
The participant will learn the proper method of writing a resume.
EDD materials, National Alliance of Businessmen's materials.

TVEST TAKING U 4.0/L PE

The participant will be made familiar with the standards of selection
utilized in various companies and corporations in the Los Angcles
area.

Various aemployment materials.

JOB INTERVIEW TECHNIQUES U 6.0/L PE
The participant will be made familiar with employers' expectations,

such as job proficiency, punctuality and their relationship to
his/her obtaining and maintaining employment.
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ANNEX D

FILE NO.

CiP-400-D-06
OBJECTIVE:

REFERENCE:

OBJECTIVE:

REFERENCE:

OBJECTIVE:

REFERENCE:

OBJECTIVE:

REFERENCE:

OBJECTIVE:

CipP-400-0-07

C1P-400-0-08

CiP-400-D-10

CiP-400-D-03
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PRE-EMPLOYMENT TRAINING (Cont)

SUBJECT CLASS HR/TYPE OF
_— INSTRUCTION

JOB SURVIVAL v o 8.0/L PE

This course will address personal hygiene, appropriate interview
attire, overall personal care, employer dress codes and will con-
clude with a professional makeup demonstration. Role playing is
a major portion of this course which will help participants open
up, articulate feelings and establish dialogue with employers.

Janus Books.

EXAMINATION U h.o/L

Test will cover the entire pre-employment course. It will include
multiple choice, true/false, essay and fill-in~the-blanks type of
question material.

Specially formulated briefing notes.

ADVANCED EDUCATION REVIEW u 2.0/L PE

This course will provide information about college/business educ-
ation materials., Assistance with financial aid, BEOG grants forms,
scholarships, loans, admissions requirements, fees, transcripts,
etc., and special curriculum course offered. Resource materials
used will be actual application forms and college catalogs.

Faderal and state financial ald booklet.

BASIC BUSINESS ENGLISH Cu o s

This course will highlight basic business English terms that one
would find in a hYusiness or torporate environment., Students will
be required to know the spelling and meaning of these teres.

Specially formulated briefing notes.

BASIC BUSINESS NATH Y 2.0/L

This course reviews and emphasizes math terms that will be found
in business, barking or cash handling situations. Students will
also learn how to work basic math problems; i.e., percentages,

interest rate computations, etc.
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A ANNEX D

REFERENCE:

- PRE-EMPLOYMENT TRAINING {Cont}

Specially formulated briefing notes.
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Appendix §

Section III - Body

Annex Title and Subject

ANNEX A. COPING IN A MILITARY SETTING

Physical Fitness Training
Physical Fitness Tests
Obstacle Course (Recondo)
Stress
Swimming Test/Drown Proofing (Recondo)
Map Training
Confidence Course (Recondo)
land Navigation s
Survival Training
Ropes and Swiss Seat Training
Confidence Training
Orienteering Course (Recondo)
Mountaineering Techniques (Recondo)
*Towers (4)
*Cliffs (4)
Patrolling Techniques
OPFOR (Opposing Forces) Briefing
Field Training Exercise (FTX) (Recondo)
‘Preparation for FIX (3)
*Patrolling (34)
*Survival Meal (4)
*Escape and Evasion (6)
Team Reaction Course (Recondo)
Road March
Care and Cleaning of Weapons
Cross Country Run

ANNEX TOTAL

Course - US Army Retraining Brigade Training Program

ANNEX B, DEVELOPING APPROPRIATE PERSCNAL BEHAVIOR

PROBLEM SOLVING & PROBLEM AVOIDANCE
Benefits of an Honorable Discharge
Considerations in Decision Making
Individual Counseling/Interviews
Self Defeating Behavior
Seventh Step Counseling
Miaking Personal Changes
Team Commander's Time
Maxriage
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Appendix B (Cont)

Pre-Tng Tng

PROBLEM SOLVING & PROBLEM AVOIDANCE (con't) Hours Hours Annex Pares
Hazards of Alcohol & Drug Abuse
Deception in Advertising/Money Management
Family Problems and Solutions
Military & Social Assistance Organizatioms
Problem Solving Process
New Unit Adjustment

- Military Justice

NN

ALTERNATIVES TO MISCONDUCT
Bowling
Athletic Competition 2
Abilene Tour

ol (S

ANNEX TOTAL 16 86

ANNEX C. MILITARY AND DUTY PERFORMANCE SKILLS

Military Customs & Courtesy 1
Drill and Cevemonies 4
Inspections 8

i3

B | @I e R

LR SR

" ANNEX TOTAL

<
s

ANNEX D. JINTERPERSONAL SKILLS AND SELF AWARENESS

Human Communications 2
Cadre Review 22
Surprises of Failure 1
Small Group Counseling 18
Second Effort 1
Human Growth and Development 2
Success 4
"How to Get Along.." 5
2
4

L AEAZEES

- "y ]

.

Living with Yourself/Living with Others

Fundamentals of Leadership

Equal Opportunity Introduction & Training/
Update on Female Soldier

Effective Communication

Brian's Song

Becoming an Independent Person

Religious Retreat

Resporidbility of Moral Decision Making
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Appendix 8 (Cont)

Pre-Tng Tng
Annex Title and Subject Hours Rours Annex

ANNEX E. LEARNING SKILLS E

Diagnostic Testing

Basic Skills Education Program (BSEP/GED Classes)
GED Study Hall

GED Testing

ANNEX TOTAL

ANNEX F. INFORMATION

Chaplain/SJA Briefing

Brigade Orientation

Unit Commander's Orientation

Team Commander's Orientation

Team NCOIC Briefing

Hazardous Weather/Weather Injuries Prevention
Safety Briefing (pre~FIX)

ANNEX TOTAL

ANNEX G. ADMINISTRATION

In~-Processing

Clothing Inspection
Trainee Reception
Finance Out Processing
Turn-In Equipment
Quartermaster Sales

R & E Evaluation
Graduation
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APPENDIX C

NAVY AND MARINE CORPS EXIT SURVEY QUESTIONNAIRES
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in your decision 10 separate?
IF YOU ARE BEING INVOLUNTARILY SEPARATED, tiow important has sach of the
following been in its influence on you?
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= if you are VOLUNTARILY SEPARATING: How important has After completing A, indicate
- A each of the following been in your decision to not roenlist? hora the 1st, 2nd, and 3rd
- If you are INVOLUNTARILY SEPARATING or RETIRING: How most important reasons.

- important has each of the following been in its influencs onyou?
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Appendix E

MOS CATEGORIES FOR ¥Y g0 TRAINEES

(N=2,858 Trainees)

Transportation
12,6%

Communications/
Electronics
9.62

Food Service 3.8%




